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PREFACE 


Although  the  last  census  reports  19  million  working 
women  in  this  country  (an  increase  of  ? million  sinoa 
19UO)g  it  has  not  been  too  many  years  ego  that  employment 
opportunities  open  to  women  were  limited  to  teaching  or  to 
performing  household  services.  During  the  19th  century , 
employment  opportunities  were  gradually  extended  to 
include  clerical  and  some  professional  fields.  It  is  only 
recently  that  women  have  entered  any  great  variety  of 
occupational  fields  and  there  still  remain  some  occupations 
where  woman  are  not  oaployad  in  any  significant  number , 

As  compered  with  other  employ  arc,  this  Agency  has 
offered  at  least  equivalent  opportunities  to  career  women. 
It  has  not,  in  common  with  other  employers,  taken  full 
advantage  of  the  womaapowar  resources  available  to  it. 

The  Panel  on  Career  Service  for  Women  has  viewed  Its  task 
as  one  of  supplying  answers  to  the  question*  "What  ere 
the  career  opportunities  for  women  in  the  Central 
Intelligence  Agency?" 


"Hmenity  mast  lsarn  to  accept  superiority  not  in 
tills  group  or  that  one,  in  this  sen  or  the  other,  but  in 
the  person,  no  matter  what  his  or  her  group  membership, 
and  regardless  of  sscc«n  — Ashley  Montagu 
(Chairman  of  the  Department  of  Anthropology  at  Rutgers 

and 

Director  of  Research  for  the  New  Jersey  Ccsss&ttee 
of  Mental  Health  end  Physical  Development) 
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A0  Ob.logtiva 

On  31  July  1953®  the  Director  of  Central  Intelligence  and  the 
Chairman  of  the  CIA  Career  Service  Board  met  with  a group  of  wemsa® 
representative  of  professional  varan  ©nplcyed  by  the  Central 
Intelligence  Agency 6 This  group  was  invited  to  servo  as  a panel  to 
report  on  the  role  of  women  in  the  Agaasy9s  Career  Service  Program,, 
In  the  three  months  since  that  time®  the  group  has  studied  the  euro 
rent  utilisation  of  women  in  the  Age  nay  as  a basis  for  suggesting 
answers  to  the  quest  iesi 

What  are  the  career  opportunities  for  woman  in 
tha  Central  Intelligence  Agency? 


B«  Approach 

The  occupational  groups  In  the  Agency  were  divided  into 
"professional® a "clerical®"  and  " Intermediate  0"  The  definition  of 
these  groups  was  arrived  at  by  mutual  agreement  of  the  Panel  members 
based  on  the  Judgment  of  Individuals  most  familiar  with  specif  io 
positions o 


Th©  "intermediate"  group  was  established  to  cover  those  posi- 
tions which  were  neither  wholly  professional  nor  primarily  clerical a 
As  will  be  observed  later®  this  group  is  an  important  transitional 
area  for  clerically  trained  personnel  who  are  enabled  because  of 
their  interests  and  capabilities  to  advance  to  professional  positions  0 


Within  the  broad  groups  of  "professional"  «»<*  "clerical*0 
categories  of  specialisation  have  been  established,,  "Administrative 
support,"  for  example®  has  been  used  to  describe  budget*  supply,  per- 
scans!  and  general  administrative  duties*  Within  the  more  technical 
statistics®  data  has  been  collected  separately  for  the 
specific  as*®®.  Each  of  the  categories  used  is  described  in  detail 
in  the  separate  reports  attached 0 


Thd  Committee  on  Professional  Women  in  the  Overt  Components  has 
concerted  Itself  primarily  with  tha  employment  of  women  in  th®  Offices 
ofthe  Deputy  Director  (Administration)®  the  Deputy  Director  (Znfcelll* 
E®nc«/®  the  Director  of  Training  and  the  Assistant  Director  for 
Cc«Lcatioas0  The  covert  elements  in  these  offices  were  not  con- 
sidered in  this  Ccasaittee’s  report* 

on  Professional  Women  in  the  covert  component®, 

con8i<i8P  tha  employment  of  women  in  overseas 
fouad  «®«ossary  to  extend  its  study  to  include  those  head- 
quarters  components  having  the  preponderance  of  oversees  employees* 


■^HMt 
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In  too  Committee 6 s analysis  of  the  field  situation,  both  olerieal  and 
professional  personnel  have  been  considered)  its  analysis  of  the  head- 
quarters  situation  gives  more  emphasis  to  professional  personnel. 

The  Committee  on  Clerical  Saployees  has  reported  primarily  on  the 
utilisation  of  wesson  in  clerical  positions  in  headquarters  but  has 
also  found  it  appropriate  to  highlight  certain  problem  areas  in 
clerical  employment  cannon  to  men  and  women  in  these  positions. 

The  Panel  has  considered  not  only  whether  women  were  being 
utilised  and  in  what  areas  of  specialisation,  but  also  the  levels  of 
responsibility  which  they  achieved.  The  laok  of  uniformity  in  toe 
Agency*  s organisational  structure  has  complicated  this  last  point. 

The  grade  attached  to  a particular  position  does,  of  course,  signify 
a certain  degree  of  responsibility  end  difficulty,  but  there  are  vary* 
ing  degrees  of  pro a tire  or  statue  attached  to  organizational  titles. 
While  recognising  that  they  are  not  in  fact  comparable*  the  Panel  has 
of  necessity  assumed  that  such  titles  as*  Division  Chief  and  Branch 
Chief  represented  uniform  organisational  levels. 

Cm,  Compilation  of  Statistics 

The  Personnel  Office  was  most  cooperative  and  helpful  in  develop** 
ing  statistical  data  available  from  central  personnel  records.  The 
decision  to  apply  mere  flexible  definitions  of  "professional"  arid 
"clerical"  did,  however.  Holt  the  extent  to  which  machine  methods 
could  be  applied  and  a substantial  part  of  the  data  compiled  was 
prepared  manually  from  a variety  of  sources.  Certain  discrepancies 
are  a natural  result.  The  Panel  considers  that  the  minor  Inaccuracies 
which  may  exist  do  not  distort  the  picture  presented. 

H.  FIHDDOS 


A.  Statistical  Finding 

lo  CIA  Wcmen  Baployoa  Compared  with  CIA  Men  fegloyeoa 
(HOTEi  All  data  as  of  30  June  1953.) 

«.  Although  the  median  grade  for  staff  employees  and  staff 
Wtsis  OS-7,  the  median  grade  for  woman  is  OS-5  as  compared 
with  GS®9  for  men. 

b.  Only  19?  of  women  employees,  as  compared  with  69?  of 
men  employees,  occupy  grades  higher  than  the  madiah  OS-?. 

8 00  wma  •iplpy'®®  is  in  a grade  higher  than 

os-lb*  of  toe  men  employees  are  in  grade  OS-15  and  higher. 

****  of  men  employees  are  in 
upper  range. ^ hi8h®^,  0027  1J*  of  *°°®n  «apley©*0  are  in  this 
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20  Professional  Personnel  °>  Overt  Components 

(More  detailed  findings  are  contained  in  Tab  C from  which 
this  summary  is  taken#) 


as  Woman  represent  21$  of  approximately  employees 

in  professional  positions  and  are  utilized  to  some  extent  in 
17  of  the  19  professional  categories.  They  represent  less  than 
21$  of  the  professional  personnel  in  12  of  the  categories g 
however. 


be  Women  represent  less  than  21$  of  the  professional 
employees  in  9 of  the  components  studied 0 

Co  In  a few  fields  of  work,  women  hold  grades  above  the 
0S~12  level  but  no  woman  employe©  holds  a grade  higher  than 
QS«lUe  In  all  but  one  of  the  occupational  categories  studied, 
the  highest  grades  held  by  women  are  one  to  four  grades  lower 
than  the  highest  grades  held  by  men# 

do  In  the  components  studied,  the  median  grade  for  women 
in  professional  jobs  is,  on  the  average,  three  grades  lower 
than  the  median  for  men. 


Co  No  women  are  employed  in  executive  positions « Rela- 
tively few  occupy  positions  with  line  authority  at  the  Branch 
Chief  level  and  none  occupy  such  positions  higher  than  Branch 
Chief# 

f0  Trends  in  employment  during  recent  months  indicate 
that  only  a small  percentage  of  women  are  being  hired  for 
professional  jobs#  The  median  grade  for  women  hired  for 
professional  positions  in  a recent  six-month  period  was  05«7 
while  that  for  men  was  0S»9e 


3o  Professional  Personnel  » Covert  Components  and  Overseas 

Fieia 

(More  detailed  findings  are  reported  in  Tab  D from  which 
this  susaaary  is  taken#) 

a.  Within  the  occupational  categories  studied,  the  great- 
est single  group  of  personnel  is  in  "operations #n  Brads 
classifications  in  this  category  range  from  QSo$  to  CS®17  for 
man  and  frcn  0S«»5  to  QS-lI*  for  women#  The  number  and  percent^ 
age  of  women  in  the  operations  category,  however,  is  compara- 
tively small,  and  decreases  markedly  from  headquarters  to  the 
field#  Women  represent  25$  of  the  total  professional  per- 
sonnel in  operations  in  headquarters  but  only  7$  of  the  in 
the  field#  
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bo  la  the  categories  of  executive  aiqpport  and  adndr.ls~ 
trative  support,  which  shoe  the  next  greatest  concentrations 
of  strength  after  operations,  representation  of  women  la 
proportionately  even  smaller,, 


Co  In  the  three  groupings  under  "analysis"  (information 
control,  research,  and  reports),  the  total  number  of  women 
employed  is  greater  than  in  any  other  professional  groups® 
Grade  ranges  in  this  category  are  approximately  the  same  for 
men  and  for  women® 

do  In  headquarters,  more  men  occupy  positions  at  GS-11 
than  any  other  grade,  although  the  mods  varies  in  different 
organisational  components  from  QS-9  to  QS-lli>  In  the  field, 
the  largest  concentration  of  men  is  at  the  GS®9  level®  In 
both  headquarters  and  field,  however,  the  largest  ooneentra^ 
tion  of  women  is  at  the  OS-5  level,  (Both  professional  and 
clerical  classifications  are  considered  in  this  comparison®) 

i 

e.  The  preponderance  of  women  in  the  covert  components 
is  in  clerical  positions  with  relatively  few  women  currently 
utilised  in  professional  work®  In  professional  fields,  the 
grade  ratings  of  men  are  higher  than  those  for  women. 

It,  Clerical  Personnel 


(Here  detailed  findings  are  reported  in  Tab  E from  which 
this  summary  is  taken, ) 

ae  Of  approximately  I 1 employees  in  the  overt  compos 
rants,  are  clerical  employees  and  Sfijj  of  these  are  women] 


33#  of  [amp: 


in  "Intermediate"  positions  are  women] 


ployocs 

professional  personnel  are  woman.  In  the 


and  22#  of] 

clerical  group,  there  seems  to  be  not  so  muoh  a question  of 
utilisation  of  women  in  clerical  capacities  as  one  of  the 
utilisation  of  women  in  strictly  clerical  work  compared  with 
"intermediate"  and  professional  work0 


(1)  The  majority  of  clerical  positions  may  reasonably 
serve  as  stepping  stones  to  administrative  assistant  and 
clerical  supervisor  positions.  Though  women  represent  86# 
of  the  clerical  employee  group,  they  represent  only  73?  of 
the  administrative  assistant-clerical  supervisor  group 0 


(2)  In  positions  involving  machine  operations,  women 
represent  £8*  of  the  operator  group  but  only  21#  of  the 
supervisor-planner  group  0 

(3)  Comparing  women  in  the  "intermediate"  group  with 
those  In  the  same  field  of  professional  specialisation,  it 
is  found  that  the  proportion  employed  in  professional 
positions  is  generally  lower  than  the  proportion  in  profes- 
sional assistant  positions.  Women  in  analytical  work 


> 
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represent  81$  of  the  "assistant"  group  but  only  23$  of  the 
professional  group.  In  editing  and  publishing,  the  rate 
drops  f*can  70$  in  the  assistant  group  to  37$  in  the  profes- 
sional group;  and  in  administrative  support,  the  rate 
decreases  from  U2$  in  the  assistant  group  to  13$  in  the 
professional  group. 

(h)  In  only  two  occupational  categories,  editing  and 
publ idling  and  administrative  support,  is  the  lowest  grads 
held  by  men  and  women  the  same.  In  ell  other  cases  the 
lowest  grade  held  by  men  is  one  to  two  grades  higher  than 
the  lowest  held  by  woman. 


(5)  In  only  two  fields  of  work,  library  and  editing 
and  publishing,  does  the  top  grade  for  women  equal  or  exceed 
the  top  grads  held  by  men.  In  all  other  fields,  the  highest 
grade  held  fay  a woman  employee  is  one  to  three  grades  lower 
than  the  highest  grade  held  by  own  employees. 


be  In  the  covert  components, , 

clerical  positions  are  women;  60$  of 
tlons  are  woman;  and  only  lfl$  of  t~" 
are  woman. 


employees  in 

tie"  post- 


professional  employees 


(1)  In  headquarters,  9$$  of  clerical  employees  are 
women  as  compared  with  82$  in  ths  intermediate  group.  In 
the  field,  the  rates  are  92$  as  compared  with  65$. 


(2)  A comparison  of  "assistant"  with  professional  per® 
samel  in  ths  general  category  of  administrative  support 
shows  a drop  from  33$  to  27$  in  the  proportion  of  women  In 
headquarters  and  a drop  from  25$  to  12$  in  ths  field. 

Bo  Observations 

nmmnaaMaeEMMBe 


There  is  a variety  of  attitudes  and  subjective  judgments  which 
enters  into  the  final  decision  of  an  official  responsible  for  the 
selection  of  personnel  for  initial  appointment  or  subsequent  promo- 
tions and  reasslgansots.  It  is  reasonable  to  assume  that  one  or  more 
of  ths  traditional  arguments  against  the  employment  of  women  is 
likely  to  influence  such  decisions,  consciously  or  unconsciously. 

The  extent  of  this  influence  will  vary,  of  course. 

Listed  below  are  some  of  the  more  frequent  traditional  arguments 
for  limiting  the  employment  and  advancement  of  women.  The  Panel  has 
considered  and  consented  upon  opinions  expressed  in  the  Agency  as  well 
as  acme  generally  heard  outside  government  circles. 


JECRST 

See-arity  Safomsfeion 


1*  Opinions  gamregged  by  Agency  officials t 

a.  "Women  are  not  qualified  to  perform  in  those  positions 
which  they  do  not  now  occupy*” 


CcHaeont}  Sines  there  are  some  women  In  practically 
every  Cyp#  of  position  In  the  Agency,  this  argument  fipoa 
the  viewpoint  of  aiy  one  individual  office  seems  question- 
able s At  least  it  would  be  necessary  to  ascertain  whether 
the  aspects  of  a specific  Job  make  a woman  ill-fitted  for 
the  position  rather  than  the  category  of  profession*  It 
is  reasonable  to  assures  that  there  are  specific  positions 
requiring  traits  or  specialized  training  which  women  ore 
unlikely  to  possess* 

b0  "Wesson  wcact  travel,"  and  "Ken  are  necessary  in  Depart^ 
mental  Jobs  since  they  must  be  used  as  replacements  for  overseas 
personnel*" 

Cerement;  The  Agency  employs  a fairly  large  number  of 
woman  In  "overseas  positions  at  the  present  tires*  Some 
women  are  unable  and  m»*rm  ng  to  travel*  This  is  also 
true  of  soso  men*  However,  if  the  Agency  can  utilise  any 
personnel  who  are  not  available  for  frequent  travel,  this 
does  not  seem  a valid  argument  against  the  employment  of 
women  as  a group* 

o*  "Women  can’t  work  under  the  pressures  of  urgency  and 
special  considerations  inherent  in  much  of  the  Agency’s  ®ork*a 

Cggasagti  Women  employed  in  zaajy  Agency  offices  are 
aotuiSy'worielag  under  considerable  pressures  and  appear  no 
mere  affected  by  them  than  men  are*  It  was  certainly 
evident  during  the  war  and  postwar  years  that  women  were 
willing  and  able  to  work  under  pressure* 


2« 


Opinions  eacpgegscd  in  business  and 

«£lSa£3HHKaajanMMtMSCMlMBttSSBiaKMBkaa*MX3MiMMMMBCia 

the  govensBontt  . 


a*  "Women  are  undesirable  candidates  far  long-range 
eapXoyszsnt  because  they  frequently  interrupt  or  terminate  their 
employment  for  marriage  or  family  reasons*" 


Cesaaentg  Although  the  current  trend  in  the  general 
employment  picture  reflects  an  increasing  number  of  married 
woman  in  the  employed  population,  it  is  true  that  the 
employer  cannot  be  sure  that  a woman  employee  will  not  elect 
to  resign  upon  marriage,  or  to  devote  more  tine  to  her 
family,  or  that  she  will  require  a leave  of  absence  to  hove 


— 
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Is  apt  to  be  the  ease.  There  is,  however,  no  certainty 
that  a nan  vill  remain  permanently  or  even  for  a stated 
fiuaiber  of  years.  The  CoBmdttee  believes,  therefore,  that 
this  problem  can  be  met  only  by  a mutual  understanding  or 
agreeawnt  between  career  employees  • be  they  men  or  women  » 
and  the  Agency  when  the  Initial  planning  is  done*  The  con* 
cept  in  a career  service  plan  of  obligation  to  an  agency  as 
well  as  benefits  from  the  agency  is  basic  to  all  planning 
without  reference  to  sex  of  the  individual  0 

b#  "Women  are  more  emotional  and  loss  objective  in  their 
approach  to  problems  than  sene  They  are  not  sufficiently 


Ccnaenti  These  and  other  statements  relative  to  par* 
eonallty  traits  are  too  generalised  to  be  dealt  with  in  axy 
detail*  Undoubtedly  a survey  of  ease  studies  and  personnel 
aveinstlon  reports,,  or  a Sampling  of  opinion  among  many 
maplcyee8  would  have  to  be  mtartakan  to  substantiate  this 
opinion  or  its  antithesis,,  Even  than,  it  Is  doubtful  if 
the  findings  would  be  valid  udder  all  conditione*  Tbs 
opinion  expressed  is  doubtless  true  as  applied  to  some 
woman  .«*  and  as  applied  to  some  men,. 


@o  "Men  dislike  working  under  the  supervision  of  women  and 
are  reluctant  to  accept  them  on  an  equal  basis  as  professional 


Constant?  It  is  probably  offensive  to  many  men  to  find 
a woman  occupying  positions  superior  or  even  equivalent  to 
theirs  0 It  Is  also  probabls  that  may  women  prefer  to  work 
for  men o In  part,  this  preference  comes  from  a traditional 
attitude  toward  women  which  will  be  effected  only  through  a 
slow  evolution  of  sociological  chsage0  Part  of  the  attitude 
may  stem  from  instances  where  a poor  selection  of  a woman 
was  mads  and  the  error  attributed  than  to  the  fact  that  she 
was  a woman  „ The  Panel  hopes  that  such  an  attitude  will 
not  be  accepted  as  a barrier  to  the  utilisation  of  women  in 
executive  positions  Wien  they  are  qualified  far  such  po»i= 
tiocs.  The  selection  of  a man  or  a woman  for  an  executive 
position  should  include  consideration  of  the  candidate's 
supervisory  abilities  and  probable  acceptance  by  subordinate 
oaplbyees* 


d«  "The  economic  responsibilities  of  women  are  not  as  great 
as  those  of  men«  Women  should  not  be  employed  in  higher  paying 
positions  and  deprive  man  of  these  opportunities  „ Women  should 
not  be  employed  at  all  Wien  men  are  ih  need  of  employment  0B 


c 


c 


*"\ 


acsatt^ats  this  \spimioa  is  not  oifer&ii  as  &eqtt@ufe3y  at 
present  as^ii  has  bvisn  in  the  past when,  ineidanta3L2yp  it 
had  greater  merit ,,  llt'sesms  to  have  besom®  generally 
accepted  that  many  ^toman  are  faced  with  tha  r§qnir«sm®at  of 
supporting  thaaselveag  of  supporting,  fully  or  partially, 
dependant  relatives j or  of  contributing  to  tha  support  of 
their  own  family,,  fssigsmeflt  or  promotion  oa  the  basis  of 
an  individuals  personal  need  is  not  justifiable  in  any 
eaployieaHfc  program j The  important  consideration  should  b® 
the  ability  of  the  Individual  to  contribute  to  the  objectives 
of  the  employes?  o 1 


In  addition  to  the  subjective  judgments  i&ieh  color  decisions, 
there  are  surely  other  considerations  of  which  the  Panel  cannot  be 
aware  =>  detailed  job  requireas&nts,  variations  of  similarly  titled 
positiom*  implications  of  requirements  which  do  not  appear  in  writ~ 
ingo  Many  factors  susceptible  to  statistical  investigations  were 
considered  for  study  and  excluded  because  of  the  difficulty  and 
expense  of  developing  the  data,  and,  in  some  eases,  tha  lack  of  any 
comparative  data  £rm  outside  sources,, 

i 

However  , using  the  statistical  data  available  and  relying  on  the 
observations  of  its  individual  members  during  their  association  with 
the  Agency,  the  Panel  concluded  that  except  for  a few  rather  narrow 
fields,  career  opportunities  for  women  have  been  limited  in  the  Agency 
in  marly  every  professional  area,.  The  following  paragraphs  highlight 
those  areas  in  which  the  Panel  feels  the  Agency  could  profitably  offer 
greater  opportunities  to  woman  career  employees  g 


lo  In  the  professional  areas,  both  covert  and  overt,  it 
appears  that  the  administrative  support  positions,  the  positions 
pertaining  to  analysis,  and  positions  requiring  a capacity  for 
liaison  work  offer  opportunities  fc?  using  and  advancing  wesas® 
more  than  at  present  is  the  eas®„ 

So  Within  the  overt  professional  categories  the  Ccjari&tt®© 
felt  that  more  eaqphasis  should  be  given  to  selecting  woman  for 
executive  and  executive  support  positions  and  that  attention 
should  be  given  to  the  possibility  of  using  women  in  some  legal 
positions,, 

3o  The  comoittee  reporting  on  opportunities  for  profes~ 
slonal  women  in  the  covert  positions  recommended  further  exploit 
tation  of  woman  in  the  areas  of  operations,  training,  and 
translation,, 
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HI.  RECOMMENDATIONS 

Ac  Career  Opportunities  fag  Women 

In  order  to  increase  career  opportunities  for  worsen  in  the  Agency 
It  is  reecBsasndedj 

%o  That  the  DCI  issue  a policy  statement  to  encourage  m&x±~ 
mum  utilisation  of  women  in  the  Agamgy0 

20  That  the  DBA  establish  a procedure  for 

l 

a0  Th©  review  of  all  formal  and  informal  recruitment 

requests  which  state  that  male  applicants  are  desired#  and 

b„  Corrective  action  when  the  preference  is  not  iuatio 

Sisdo 

3o  That  Agency  officials  be  encouraged  to  consider  msr® 
women  for  positions  in  administrative  support#  analysis#  liaison# 
training#  legal  work#  operations#  and  translation^ 

igo  That  mors  opportunity  be  given  to  qualified  women  to 
advance  into  positions  of  executive  responsibility  at  all  gted9 
XevelSo 

5®  That  a fullotime  counsellor  be  assigned  to  th®  Interim 
Assignment  Branch  in  the  Personnel  Office & 

60  That  social  attention  be  given  the  clerical  personnel 
by  the  appointment  of  a qualified  person  in  each  major  ccaaponasfe 
to  deal  with  problems  of  clerical  paraoim©l0 

7o  That  supervisors  provida  continuous  orientation  to 
employees  at  the  section  or  unit  level#  particularly  for  th® 
elerieal  pereoxmolo 

80  That  career  opportunities  for  clerical  personnel  be 
explored  and  publicised  and  that  a member  of  each  career  servios  - 
board  be  designated  to  give  speeial  attention  to  career  planning 
fear  clerical  perscnaslo 

9o  That  supervisory  training  be  required  for  all  supervisors 
towards  improvement  of  management  and  morale  in  the  Agendo 
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S»  Career  Opportunities  fop  Man  and-Wdmaa 

The  Panel  recognizes  that  the  following  recommendations  affect 
men  as  well  as  -women,  but  as  a result  of  this  study  the  members 
have  been  impressed  with  the  need  for  action  to  take  care  of  these 
problems  and  'So  offer  the  following  comments  and  suggestions  for 
consideration  by  the  Career  Service  Boards 

1»  It  is  urged  that  the  program  already  established  be 
publicized  and  enforced  at  whatever  level  necessary  for  find- 
ing qualified  and  deserving  candidates  in  the  Agency  before 
conducting  outside  recruitment* 

2 | The  Panel  suggests,  too,  that  publicity  be  given  to 
procedures  to  be  followed  t&ereby  careerists,  through  train- 
ing, may  enter  or  advance  in  a professional  fie Ido 

3*  There  is  need  for  thorough  and  frequent  briefings  of 
recruiter a and  a policy  of  complete  frankness  toward  recruits 
regarding  probabilities  in  their  job. 

ho  The  Panel  became  aware  of  the  great  need  for  devising 
some  method  by  tdiieh  personnel  returning  to  Headquarters 
from  overseas  assignments  may  receive  guidance  for  their 
future  careers. 

Go  Further  Studies 

There  ware  some  studies,  unavailable  at  this  time,  which  the 
Panel  felt  would  be  necessary,  both  to  give  a complete  picture  of 
careers  of  women  in  this  Agency  and  also  to  throw  light  on  problem 
areas  which  exist  hare.  The  following  studies  were  those  the  Panel 
considered  most  important* 

lo  Qualifications  vs.  grades  for  men  and  women. 

t . Tiae=in-  grade  for  men  and  women 0 

3.  Turn-over  rates  within  certain  categories. 

U.  A sampling  of  clerical  to  professional  advancement 
within  the  Agency. 
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TAB  A 

CIA  WOMEN  EMPLOYEES  CQMPAKBD 
WITH  OTHER  WOMEN 
EMPLOYEE  POPULATIONS 
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STATISTICAL  FINDINGS 


1*  Women  represent  39$  of  the  staff  ossployos^staff  agent  group 
in  CIA  as  compared  with  a representation  of  25$  in  the  Federal  employee 
group  and  of  30$  in  the  total  TJ»S«  employed  population  (3.952  data)  o 

2o  The  average  grade  of  women  employed  in  CIA  is  higher  than  that 
for  other  women  Federal  employees  (1947  data)#  (This  fact  is  not  per  > 
tieularly  surprising  since  the  average  grade  for  CIA  employees  is  higher 
than  for  Federal  agencies  employing  proportionately  larger  numbers  of 
clerical  and  other  lower  graded  personnel*)  „ 

3o  Sine®  th®  entrance  rate  for  GS®3  is  $2950  per  year®  it  is  not 
particularly  oignif leant  to  note  that  a substantial  proportion  of  CIA 
woraoa  employees  have  salaries  exceeding  $3000  per  year  as  compared  with 
the  total  U0S,  population  of  employed  woieon0  It  is  pertinent  to  not® 
that  the  salaries  of  women  generally  as  compared  with  the  salaries  of 
men  generally  have  lagged  behind,  even  where  both  men  aid  woman  are  per= 
forming  the  same  jobs* 

Uo  The  attached  charts  offer  a sketchy  picture  of  the  omplcyBieat 
of  women  in  this  Agency,  in  the  Federal  Governesst,  and  in  various 
specialized  fields  <,  The  data  used  as  a basis  for  these  comparisons 
varied  in  date  from  1953  (for  CIA)  to  1947  (for  the  Federal  Government 
- as  a whole) ; data  concerning  women  in  the  civilian  labor  fare®  were 
dated  from  1949  to  1952c  Source  materials  used  war©  obtained  freei  th© 
Women8 a Bureau,  Department  of  Labor,  and  contained  statistics  gathered 
from  such  sources  as  the  Census  Bureau,  the  Civil  Service  Commission, 
Bureau  of  Labor  Statistics,  various  professional  associations,  selected 
state  industrial  reports,  and  agency  and  departmental  reports  0 In  addi« 
tion,  occupational  material  on  women  was  collected  by  a search  of  the 
United  States  Government  Manual,  toe  Official  Register  of  the  United 
States,  the  Federal  Statistical  Directory,  aid  th®  Register  of  th© 
Department  of  Stats  0 
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women  in  Selected  Fields  with  Incomes  Exceeding 

$5000*  Women  With  Income  in  Excess  of  $2500* 

(Based  on  Total  Females  in  Each  Field) 


* Teachers'  Salaries  Include  Kales 

a/  .9  of  all' elementary  teachers  are  female 
hj  .66  of  all  secondary  teachers  are  female 
Statistics  Used:  CIA  as  of  30  June  1953 

Others  based  on  1950 

& CIA 

AT/  Other  fields 


«■  Figures  for  CIA  based  on  total  Agency 
employment 

Figures  for  Women  in  National  Labor  Force 
based  on  total  of  those  with  incomes.  (1950) 

-2-  $ CIA 
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Federal  Government 
M CIA 


# Federal  Government  figures  as  of  30  June  1 %1 
CIA  figures  as  of  30  June  19$3 
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* Percentages  baaed  on  female  population 
of  Agency  and  Government 
Statistics  Used;  Fed,  Gov’t,  Sect,  I9li7 
GU  as  of  .30  June  .1953 

■ CIA  a/  None 


Federal  Government,  b/  Less  than  ,Q$% 
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Female  % of 
Total  Employment 

2 Females  in  1/ 
Higher  Positions 

Officers 

2/ 

Dept.  Stores 

68% 

502 

1*2 

Insurance 

61*2 

202 

22 

Banking 

1*62 

152 

12 

Manufacturing 

1*52 

' 

11*2 

h% 

C.I.A. 

392 

222 

52 

1/  Used  Grades  :>  thru  11  as  CIA  "Higher  Positions'1 
2/  Considering  Grades  12  thru  18  as  Officers  (CIA) 

Area  Survey  used  ierein  was  conducted  in  the  Chicago  area, 
the  Boston-Hartford  areas  and  the  Philadelphia.  (191*9) 
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TAB  B 

CIA  WOMEN  EMPLOYEES  COMPARED 
WITH  CIA  MEN  EMPLOYEES 
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CENTRAL  INTELLIGENCE  AGENCY 

DISTRIBUTION  OF  MALE  AND  FEMALE 
GENERAL  SCHEDULE  (GS)  STAFF  EMPLOYEES 

BY  GRADE  AND  PERCENT1 

As  of  30  June  1953 


GRADE 

. 

NUMBER 

PERCENT 

Total 

Male 

Female 

Total 

Male 

Female 

TOTAL 

100.0 

60.8 

39.2 

GS-18 

0.2 

0.2 

0 

GS-17 

0.2 

0.2 

0 

GS-16 

0.5 

0,5 

0 

OS-15 

2.3 

2.3 

0 

OS-15 

U.3 

5.2 

0.1 

GS-13 

6.8 

6.5 

0.3 

GS-12 

7.U 

6.6 

0.8 

GS-U 

10.7 

8.9 

1.8 

OS-10 

0.6 

0.6 

a/ 

GS-9 

15.2 

11.0 

5.2 

GS-8 

1.2 

1.0 

0.2 

OS-7 

17.7 

11.1 

6.6 

GS-6 

U.6 

1.8 

2.8 

GS-5 

1U.7 

3.5 

11„2 

GS-U 

10.6 

1.8 

8.8 

GS-3 

2.9 

0.5 

2.5 

GS-2 

0.1 

y 

y 

V Less  than  0.1 


-SEflSSr 


CENTRAL  INTELLIGENCE  AGENCY  • 


Seeurity  Inforrsation 


TAB  C 

REPORT  C F THE  COMMITTEE  ON  PROFESSIONAL  WOMEN 
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REPORT  OF  THE  COMXTTEE  OH  PROFESSIOML 
. WOMEN  IK  THE  OVERT  OFFICES 


SECTION  I.  INTRODUCTION 

A.  Objective 

The  CofflBDittee  on  Professional  Women  was  established  to  study  the 
utilisation  and  career  opportunities  for  women  in  the  overt  components 
of  the  Agency  which  include  the  Offices  of  the  Deputy  Director  ('Admini- 
stration), the  Deputy  Director  ( Intelligence ) , the  Director  of  Training, 
and  the  Assistant  Director  (Ccaaaunieations ) . The  covert  elements  in 
these  Offices  are  not  included  in  this  Committee's  report, 

B.  Definitions 

1.  The  tem  "professional”  includes  all  persons  on  duty  on  or 
about.  1 September  1953  who  are  listed  on  the  T/O  as  "Officers" 
or  who  hold  positions  of  equivalent  stature  such  as  engineers, 
librarians,  laboratory  technicians,  etc.  Consultants,  military 
personnel  and  serai -professional  personnel  have  not  been  included 
in  this  report. 

2.  Professional  positions  have  been  grouped  into  20  categories  for 
the  pisrpose  of  tills  study.  (See  Exhibit  A for  definitions  of  these 
categories . ) 

3.  Data  presented  are  arranged  in  tables  to  show  utilisation  and 
grade  levels  (i)  by  category  or  field  of  work,  and  (2)  by  organi- 
sational component.  Grade  studies  are  based  on  actual  grades  held, 
not  on  the  T/0  grade  authorised.  Figures  on  median  grades  and 
recent  recruitment  trends  are  based  on  machine  listings  furnished 
by  the  Office  of  Personnel.  All  other  tabulations  were  recorded 
jaanaally  by  cojasai.ttee  members,  (See  Exhibit  B for  tabulations  by 
office , 

0 . SuEaaary 

1.  The  .-statistics  presented  in  this  report  show  that  there  are 
“any  'fcyjp'ss  of  professional  positions  in  CIA  which  are  filled  by 
women..  Women  hold  positions  in  all  the  general,  categories  out- 
lined in  this  study  with  the  exception  of  Legal  and  Executive, 
and,  in  uom  cases,  have  attained  the  grade  of  GS-14 , 
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2.  On  the  basis  of  the  above  inforsation  one  might  assume  that 
women  have  adequate  opportunity  to  undertake  and  to  progress  in 
a career  in  CIA.  However , the  statistics  show  that: 

(a)  The  percentage  of  women  employed  is  much  greater  in  some 
fields  than  others , 

(b)  The  grades  held  by  women  are  generally  lover  than  the 
grade®  held  by  sen  in  the  ease  categories  of  jobs,  and 

(e)  Only  a few  women  have  advanced  to  Jobs  of  executive 
responsibility  at  the  Branch  Chief  level. 
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Statistical 

1*  General  Utilization  of  Professional 


a. 


In  the  overt  offices  woaen  occupy  an  average  of21$  of  all 


professional  positions  which  are  f : 
are  employed  in  such  positions  / 
(21$)  are  Tjomen. 


.ed . Approximately  j persons 


b.  In  the  following  fie. 
of  the  professional  jobs: 

Category 

Library 

Statistics 

Medical 

Editing  & Publishing 
Analysis  (info.  Control) 
Translation 
Graphics 

c.  In  the  following  fiel 
of  the  professional  jobs; 

Category 


Total  persons  In 
professional  jobs 


Total  persons  in 
professional  jobs 


are  men. 

and| 

a.  more  than  21$ 

Number 

Percent 

Women 

Women 

76 

60 

4o 

37 

36 

35 

29 

less  than  21$ 

Number 

Pereent 

Women 

Women 

Analysis  (Research) 
Training  Specialisation 
Executive  Support 
Administrative  Support 
Operations 
JOT  Program 

Analysis  (Current  Reports) 

Technical 

Liaison 

Communications  Spec. 

Executive 

Legal 


17 

15 

15 

13 

10 

8 

6 

5 

3 

1 

0 

0 
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_ Offices  which  employ  women  in  more  than  21$  of  their 
professional  positions  are  the  following? 


Office 


OCD 

OCI 

10/DD/l 

ORR 

00 

OX'S 

O/DCX  & 10 

OSl 

QHE 

O/DD/a 

Medical 


Total  persons  in 
professional  .lobs 


Humber 

Women 


Percent 

Women 

■ k5 
30 
29 
2? 

27 

2.6 

25 

2k 

2h 


• I I 

- ® * Prices  Vhich  employ  women  in  less  than  21$  of  their  pro 

fessional  positions:  ^ 


Office 


Audit 

Personnel 

Comptroller 

General  Services 

Logistics 

CoKHunic&tions 

Security 

General  Counsel 

OXC 


Total  persons  in 
professional  .jobs 


Humber 

Women 


Percent 

Women 


18 

17 

13 

12 

6 

1 

1 

0 

0 


2.  Gr^_aad_IgYglg_of  Responsibility  Attained  hy 


a’  f?  s fa'*  fieldB  wo®ea  hold  grades  above  tha  GS-12  level,  but 
to  the  srJLf^SteTby  °f  Statlstl0'  «“*  advaoeorl 

nri,  ^ following  table  shows  the  range  of  grades  held  by  men 

— — -Sr  — tha/5* 
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Grade 

^en  Range  Women 


Grade 


Library 

Statistics 

Medical 

Editing  8s  Publishing 
Analysis  (Info.  Control) 
Translation 
Graphics 


5-15 

9 

7 - 15 
9-15 
5-15 

5 - 14 

6 - 15 


5 ~ 12 
7-12 

J - 9 
6-1 4 
5-14 
5-12 
5-12 


c.  The  table  below  shown  the  range  of  grades  in  fields  where  women 
occupy  less  than  21#  of  the  professional  Jobss 


Grade 


Women 


Grade 

Range 


Analysis  (Research) 
Training  Spec. 

Executive  Support 
Administrative  Support 
Operations 
JOT  Program 

Analysis  (Current  Reports 

Technical 

Liaison 

Communications  Spec . 


5-16 
7-16 
9 - Hi 
5 - 16 
5 - 15 
5 - 9 
7 - 15 
5 - 15 
9 - 15 
5-14 


i i 

A-  Of  I (Branch  Chiefs  in  the  organizational  coBroonents  sti 

|o-5$)  are  women  who  vary  in  grade  from  GS-9  to  GS-14.  The' 

Branch  Chiefs  hold,  grades  from  12  to  15  • Ho  women  are  assignee,  j 
Division,  or  Deputy  Division  Chiefs. 


ied, 

male 

Area, 


e.  A study  of  grade  distribution  in  the  several  offices  indicates 
that  the  median  grade  for  professional  men  Is  12,  and  the  median  for 
professional  women  is  8.  (Figures  available  for  computing  thee©  medians 
cover  all  GS-7'a  and  above,  include  some  clerical  and  covert  employees, 
and  exclude  professionals  at  the  GS-5  level.)  Median  grades  in  each  of 
the  offices  studied  are  shown  in  the  following  table*. 
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Office 

Met 

Male 

CCD 

9 

ocs 

12 

o/m/i 

15 

ORB 

11. 

00 

11 

OTR 

11 

0/DCI,  etc. 

12 

OSI 

12 

CUE 

15 

o/dd/a 

It 

Medical 

9 

Audit 

13 

Personnel 

12 

Comptroller 

11 

General  Services 

11 

Logistics 

11 

Communications 

8 

Security 

11 

General  Counsel 

3A 

OIC 

15 

Median  Grade 


Female 

9 

9 

9 

9 

9 

9 

8 

9 

T 

9 

7 

9 

9 

9 

7 

7 

7 

7 

9 

7 


3.  Recent  Employment  Trend 

During  the  first  six  months  of  this  year  comparatively  few 
professional  women  were  hired  by  the  various  offices.  A study  of 
employee  accessions  between  1 January  and  30  June  1953,  which  is 
summarized  on  the  following  page,  shows  that  only  1<$  of  the 
professionals  hired  during  this  period  were  women,  B*ost  of  whom 
were  at  the  GS-7  level.  The  median  grade  for  men  hired  iWfng 
this  period  was  GS-9. 
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15 

14 

13 

12 

11 

10 

9 

0 

7 


Grade 
-Si  above 


(These  figures 
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DP/ A Group  PD/I  Group  Como.  Training 

M F M F M F -M  ' ' F 


include  non-professional  and  covert  personnel.) 


a.  Women  occupy  an  average  of  21$  of  all  professional  positions, 
and  are  utilized  to  some  degree  in  17  of  the  19  professional  cate- 
gories listed  in  this  report.  Women,  however,  occupy  leas  than  21$ 
of  the  professional  positions  in  12  of  the  categories. 

^ * -Eieven  "kfc®  20  offices  studied  have  women  working  in  more 
than  21$  of  their  professional  jobs.  The  other  nine  offices  have 
placed  them  in  less  than  21$  of  their  professional  Jobs. 

c.  It  has  been  possible  for  women  in  some  fields  of  work  to 
progress  to  the  GS-lk  level.  In  all  but  one  category,  however,  the 
highest  grades  held  by  women  are  one  to  four  grades  lower  than  the 
highest  grades  held  by  man. 

d.  In  the  offices  studied,  the  median  grade  for  women  in 
professional  jobs  is , on  the  average , three  grades  lower  than 
the  median  for  men. 

e.  Women  occupy  relatively  few  positions  with  line  authority 
at  the  Branch  Chief  level  and  none  above  the  Branch  Chief  level. 

f.  Trends  in  employment  during  recent  months  indicate  that 
only  a small  percentage  of  xrcmen  are  being  hired  for  professional 
jobs.  The  entrance  grade  for  most  of  these  women  is  GS-7. 
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£♦  Career  Opportunities  for  Women 

1.  The  number  of  women  employed  in  the  categories  Library,  Statist..:  <. 
Medical,  Editing  and  Publishing,  Information  Control  Analysis,  'Traa®.leti-. 
and  Graphics  indicates  that  wosen  have  been  given  considerable  career 
opportunities  in  these  fields. 

2.  While  the  Committee  has  not  attempted  to  analyse  fully  the  reai-v: 
for  women’s  limited  opportunities  in  certain  other  fields  of’eaiplo y^ci-T 
some  discussion  of  the  apparent  limitations  in  12  categories  is"  present*' 
belows 

^g^igjj^tive  Support  - Women  are  usually  considered  to  be  well  sul 
for  positions  in  this  field.  This  has  been  found  to  be  txvM  '.ixi 
both  government  and  industry.  Therefore,  it  is  Justifiable  to' 
inquire  why  such  positions  in  CIA  are  filled  by  a email  percent:-, 
of  women.  This  question  is  particularly  applicable  to  the  com- 
ponents of  the  DD/A  where  the  majority  o£  such  positions  are 
located. 


81116  Executive  Support  - The  lack  of  women  in  these 
categories  indicates  that  the  Agency  has  not  yet  accepted  women 
for  managerial  and  policy-level  positions.  It  may  be  that  not 
fflany  women  in  CIA  are  sufficiently  qualified  for  such  Jobs  in 
the  Agency,  Luring  the  last  severed,  years,  it  is  doubtful  that- 
many  women  were  hired  because  of  their  potential  executive  ablJJ 
However,  it  i®  probable  that,  as  the  limitations  on  career  c-ppo; 
tunities  for  women  diminish,  more  women  will  be  considered  mpa-- 
of  filling  these  positions. 

a®4  ((Current  Reports)  - It  is  possible 

that  the  percentage  of  women  in  these  fields  is  low  because  mmv 
men  have  experience  and  background  in  business  and  industry. 

However,  the  fact  that) women  are  employed  in  these  fields 

indicates  that  additional,  opportunities  could  develop  -for  them 
in  the  future. 

Training  - The  percentage  of  women  is  low  in  this  category  because 
of  the  many  training  positions  in  the  specialized  field  of 
communications  for  which  few  women  are  technically  trained. 
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Liaison  - Many  of  the  Agency's  liaison  positions  require  caatacts 
at  all  levels  with  other  government  dapartJBfflnts . Only  one 
woman  is  in  this  category  in  CIA.  In  defense  of  this  fact- 
the  statement  has  been  zas.de  that  "\Jcssssa  liaison  of  fleers, 
in  general,  could  not  deal  aa  effectively  as  men  with  their 
male  counterparts  in  other  Agencies."  However,  since  other' 
government  departments  have  women  employees  who  are  performin', 
successfully  in  such  positions,  it  is  very  likely  that  CIA 
also  could  find  women  who  would  he  abl®  to  do  so. 

LegsJ-  ••  Since  there  are  now  many  vcaaen  in  the  legal  i^-ofession.  , 
it  seems  possible  that  son®  capable  women  lawyers  Height  be 
employed  in  the  Office  of  the  General  Counsel. 

Communications  Specialization,  Technics].,  and  Operations  •*  Althouc 
uen  are  more  apt  to  be  interested  in  and  trained  for  position' 
in  these  categories,  the  fact  that  a few  women  have  proven  to 
be  competent  in  such  positions  should  open  the  field  to  a gr*s’ 
number  of  them. 

JOT  Program  - The  fact  that  few  women  are  being  selected  for  the 
Junior  Officer  Trainee  Program  is  no  doubt  due  to  the.  difflsxQ 
experienced  in  placing  them  in  Jobs  with  sufficient  carreer 
possibilities . Some  Offices  are  reluctant  to  accept  women  JOT 
not  only  because  of  the  possible  risk  of  losing  them  after  a 
long  period  of  training  and  rotation,  but  also  for  the  traditi 
reasons  advanced  against  hiring  women. 
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To  increase  opportunities  for  waste  n in  the  Agency,  it  is  recommend' 

A.  That  the  DCI  issue  a policy  statement  to  encourage  rzaximm  u.t:L 
of  women  in  the  Agency. 

B.  That  the  DD/A  establish  a procedure  for 

1.  the  review  of  all  forsal  end  informal  recruitment  requests 
which  state  that  male  applicants  are  desired,  and 

2.  corrective  action  when  the  preference  is  not  justified. 

C.  That  the  Personnel  Office,  in  the  process  of  filling  vacancies, 
be  authorized  to  establish  a Bore  positive  program  for  finding; 
qualified  and  deserving  candidates  in  the  Agency  before  con&ucf 
outside  recruitment- 

(The  Committee  recognizee  that  this  recommendation  affects  men. 
well  as  wc®en,  but,  as  a result  of  this  study,  it  has  been  im- 
pressed with  the  need  for  such  a program. ) 

D.  That  Agency  officials  be  encouraged 

1.  to  consider  more  women  for  positions  in  the  following  categ 
Administrative  Support,  Analysis  (Research  and  Current  Repo: 
and  Liaison,  and 

2.  to  give  women  equal  consideration  when  filling  positions  of 
responsibility  at  all  grade  levels. 
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EXHIBIT  A 

DEFINITIONS  OF  THE  CATEGORIES . USED  IK  THIS  STUDY 


ADMBJISTRATIYE  SUPPORT  - Officers  in  budget,  personnel,  security.-  taro; 
end  supply,  organization  and  methods,  end  similar  a&sinlsirat 
positions. 

ANALYSIS  - ( Current.  Reports)  - Analysts  who  compile  current  reports. 

ANALYSIS  - {Information  Control)  - Requirements  Officers,  and.  analyst' 
engaged  in  screening,  coding  or  disseminating  documents . 

ANALYSIS  - (Research)  - Analysts  whose  research  requires  area  or  sub,;!- 
specialization. 

COMMUNICATIONS  - Officers  engaged  in  any  phase  of  communications  serv:' 

EDITH®  AND  PUBLISHING  - Intelligence  Officers  engaged  in  editing  and 
publishing  of  CIA  publications  for  internal  or  external  die-tar;', 
but ion. 

EXECUTIVE  - Deputy  and  Assistant  Directors,  their  deputies  and  others 
of  equivalent  rank. 

EXECUTIVE  SUPPORT  - Executive  officers,  special  assistants,  advisory  s 
planning  staffs. 

GRAPHICS  - Intelligence  Officers  engaged  in  any  of  ths  graphic  arts 
such  as.  cartographers,  illustrators,  draftsman,  etc, 

JOT  - Junior  Officer  Trainees 

LIAISON  - Officers  engaged  in  contact  work  with  other  government 
agencies  or  other  CIA  components. 

LEGAL  - Officers  furnishing  legal  support  for  the  CIA  and  CIA  employe:. 

LIBRARY  - Librarians  and  archivists. 

MEDICAL  - Doctors,  nurses . psychiatrists  furnish log  medical  support  to 
the  CIA. 

OPERATIONS  - Case  officers,  field  contact  officers. 

STATISTICS  - Officers  engaged  in  compilation  and  analysis  of  statist!; 
data. 

TECHNICAL  - Officers  with  technical  skills  not  elsewhere  listed  such 
architects,  engineers,  etc. 

TRAINING  SPECIALIZATION  - Officers  engaged  in  training  and  orientation 
of  CIA  employees. 

TRANSLATION  - Officers  engaged  in  translation  of  foreign  language  m«?,be 
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REPOST  OF  THE  CCMfflB  OH  WC&ffiN  IN  THE  COVERT  OFFICE  OF  CIA 


X9  IHTRODtKJTIQH 

Froa  th®  bsgismiag  of  its  study  of  mss  1st  CIA,  th©  Panel  ea 
Gap®ar  Ses^le®  fes"  Wsasa  recognised  that  th®  situation  of  wosHaia  ia  •' 
tha  e©?©rt  ©ffioea  of  the  Agaaay  was  dtffareat  ia  Easy  ways  fma  that 
ef  other  grsui®ef  wffisaa  assployees#  tea  section  of  th®  parni,  teevm 
as  the  Field  CeBsmlttaa,  undertook  tha  study  of  the  position  .©£' Wazaba 
m^lxsyma  ©rorse&s . representing  all  offices  of  the  Agency.  Th©;Cca» 
mitt©©8®  investigations  she'll  that,  since  most  uosses  oversea®  war1®  in 
th©  Office  of  th©  Deputy  £i roster  (Plana),  their  situation  o®aM  net. 
bo  properly  considered  apart  fpoa  their  Headquarters  80nting®at#  to  < 
a result,. the  easaiitea  directed  its  investigation  toward  both  H©a&~ 
quarters  and  overseas  wos&srs  psreenasl  ia  th©  covert  scoters « Dcsasotia 
field  personnel,  i0©o9  wa®sn  la  th©  Halted  States  but  cut  side  Washington, 
vrara  sasoludod , however , • fase&uaa  it  appeared  that  their  situation  and 
problems  ware  elcsar  to  those  of  Headquarters  than  of  overseas  groups 
and  of  overt  rather  than  covert  psrseanal#, 

; ' 

The  purpose  of  the  study  was  to  learn  where  vpsasa  vara  serving  ia 
thss  covert  offices,  ip  what  categories  of  ssployffioat  (porcfaessional  er 
clerical,  epeoifio  professional  groups) , how  they  war®  distributed  ip 
Headquarters  and  overseas,  their  grad©  levels,  and  their  status  qoapai'od 
with  that  of  man  in  similar  assignments.  Th®  ultimata  objective  was  to 
show  whore  woman  w©ra  being  successfully  used  and  to  indicate  place© 
where  they  Mght  mko  additional  attributions  to  th©  Agensy. 


A oonaidoraticHQ  of  th®  covart  ©laments  of  th®  Agency  along  these 
lines  shown  that  vrcaasa  ara  employed  both  overseas  and  at  Headquarters 
in  all  types  of  work,  both  professional  and  clerical.  Th©  neatest  raao- 
be?  of  women  are  in  the  olerioal  eatsgories,  and  the  grad®  most  coBmsomSy 
held  is  GS»5o  There  ara,  hewsver,  woman  ia  all  categories  of  professional 
job®,  with  tha  largest  Epjscbar  ia  operations  and  the  na:rfc  largest  msaboro 
in  analysis  (inforujation  control,  raaeareh,  and  reports)#  In  clerical 
oatogoriea,  as  elsewhere  in  th©  Agency,  the  number  of  women  ^©atly  ®x- 
seeds  the  rasibar  of  men  employees}  in  all  professional  categories,  the 
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sambos*  and  paroeni  ©f  m is  sash  Xapgsr,  Ksa  also  sso3®d  ma  ia 
msabar  and  by  pereent  ia  both  Ms&dqmrte^e  aM 
bat  tbs  p^portica  of  uosasa  to  sasss  is  Esash  e^aHe? 


There  are  several  professional  a&togori®©  ia  which  the  psrce&tag© 
of  women  is  very  small.  Of  these,  administrative  support,  training,- 
lialsoa,  sad  translation  appear  to  inalad®  fo-war  \em® a than  sight  bo 
usofelSy  assigned.  Itessa  are  serving  throughout  the  iwldj  th&ra  are 
few.  overseas  stations  which  have  .*»  >888®.  Wassaa  parses®  1 its  assail 
field  stations  are  almost  amtiraly  eXsrloal,  .hmrayas*,  aad  warn  in 
operational  positions  ara  assi^sad  to  th©  ssmllsg’  staticas  s@2y  infe®-. 
qraaatly0  Beth  overseas  and  at  Headquarters  wxasa  fw  ©sawwtiw 

positions  3 aad  only  two  (overseas)  are  ia  a highes*  position  thsm  ae®tioa 
oM®f0 


as  follows 8 


sever t offices  and  overseas  parseas©!. 


Tfa®  DD/P  organisation,  both  Headquarters  and  cvaraesa, 
tot  ©%slading  spools!  projects  and  their  installations 

| ] Office  of  Training. 

Overseas  ©lease nto  of  tho  Office  of  the  Comptroller  and 
the  Office  of  Ccagamioat  ions „ 

seat leas  of  tho  Logistics  Office. 
FBlSe  overseas  field  personnel  under  tbs  Office  of  Opera- 
feieaa  (overt)  o 


Overseas  eljssnents  of  Headquarters  offices  are  usually  attached  to 
DD/P  installations  overseas  and  function  there  ao  part  of  the  DD/p  ovmnl 
sat ion*  Th®y  haw®  not,  thsrofor©  , bean  conaiderad  separately  from  DD/P 
perBonnsl,  and  since,  upon  returning  to  Headquarters,  they  normally  re- 
vert, to  their  own  components,  no  consideration  has  fesaa  given  to  their 
Headquarters  status . Such  overseas  diamante  are  of  relatively  snail 
numbers,  as  is  the  FBIS  organisation!  ths  DD/P  camples  includes  by  far 
the  greatest  number  of  overseas  personnel  and  consequently  has  received 
the  major  emphasis. 


The  figures  ueed  ia  this  study  wore  compiled  manually  from  DD/P 
and  other  files,  since  no  ns  chine  figures  could  be  obtained  which  dis- 
tinguished betwaea  field  and  Headquarters  parsoanslo  Because  tho  ecsn~ 
pdlaiion  was  mde  over  the  period  of  about  a month,  during  which  tin® 
there  was  some  r®assi$psmnt  of  slots  within  the  DD/P  and  a transfer  of 
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t ions  9 tbsr©  are  seaa  variations  in  aanprshonslveness  of  figttrsa  frm 
division  to  division*  according  to  the  atag©  of  the  transfer  when  the 
yooes^ds  waps  shocked,  Ths  general  parosatagas  b&twsea  field  and  Head- 
quarters  and  between  ma  and  wosssa,  hows  vs?,  appear  to  bo  little  affeoted 
by  these  discrepancies  on  the  general  level  0 


Figures  relate  s*sXaly  to  positions  actually  held  and  to  the  grade 


cesittadg  bacaasa  thair  employment  situation  depends  too  muuh  upon  the 
roquirasasnta  of  the  grodeet  to  bo  feroleal  of  ovogeeae  igatu Ilati cna Q 
Most  such  establishments*  L are  eeseposed 

almost  entirely  of  saan*  the  only  vmm  employe as  being  a vos?y  ssall 
number  of  clerical  personnel. 

Analysis  of  parrs sasial  positions  has  b®an  made  ia  two  i^aya*  by  grade* 
shoving  number  and  psroantago  of  nan  and  of  wesson*  and  by  ;|Ba»rnl  oat®- 
gories  of  work 3 shewing  jaenbara,  grade  rangas,  and  numbers  in  oach  grad® 
within  the  range  for  each  category  of  both  men  and  woman,  uni  poroantagse 
of  men  and  of  woman  in  each  oategosy0  Each  of  these  sets  of  figara®  is 
divided  again  bstwsen  headquarters  and  field,  Ia  addition,  over-all 
tabulations  have  been  cade  of  the  total  number  of  personnel  in  each  cate- 
gory and  in  each  grade  and  the  percentages  of  men  and  ycasais  and  of  both 
groups  in  headquarters  and  overseas „ 

The  general  categories  of  esaplsyBant  have  been  considered  in  tbr®« 
major  groups  under  the  following  headings  s 

Profe3Sics».l  — Sssautiva,  Executive  Support,  Administrative 
Support,  Analysis,  Operations,  Editing  add 
Publishing,  Graphics,  Liaison,  Statistics, 
Library,  Training,  Translation,  Technical, 
Gcaanuni cations.  Medical, 

Supervisor 

flarieal  — Clsriaal,  Machine  Opera  tore, 
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D&fislt&cffis  ©f  tbs  pMUws  inaXaded  tender  ©aoh  eatagesy  apfjsas*  in 
BsMbit  A„ 

Tabalatieaa  ef  positions  of  <s© srart  psrsoaasl  incited©  prcssatatiea 
by  division,  staff a ©s*  office  ef  th®  total  jm'eoansl  strength^  tbs 
sasoboff  and  percent  of  am  ass 1 wassaa  in  each  category  and  in  cash  gradOo 
at  Headquarters  and  orors®asj  paFaseatation  by  category  of  tbs  saasfew 
and  percent  of  n®a  sad  vma  at  Hsadqtaartera  and  warms;  and  an 
an&Syoi®  of  ED/P  age  and  ®pad®  distribution  ®f  OS  staff  ©aployisaa  ass! 
staff  agants  e&  30  Jim®  1953.  All  tafealatione  eassspt  tbs  last  way®  ps^» 
pared  by  the  ©egseitts®  g tbs  Wf P analysis  was  ■ prepared  by  the  PospsflasaaX 
Omea„ 
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lo  fhe  W/F,  Ms  bs m eoasidasod  as  th®  typs  offios  for  ©sgas&aa® 
tiea,  sinaa  it  SEplsys  all.  feat  a ssaall  percent  of  the  assert  psnsassa©! 

®f  tha  Ageaay,,  Statistics  frssi  the  Headquarters  offices  with  ©^apssafi 
slasoata  ®g$ald  a®tp  bsoan&a  of  their  ssa^iasis  ,ca  Esadquarters  organise- 
tioa  aad  ttes  TOjfjr  smll  rasters  of  maa  and  wmi  ©apleygd  ia  the  field  p 
fe®  fhirly  counted  ia  the  ©©rsrt  off ieea  •,■•  PI g&ares  of  overseas  s&plggFBSKt  • 
'Suma  these  effiosa  hare  fes©»  tabulated,  t$st  psyeamtagss  atd  coot  figs®©® 
tear®  b©sa  bas^d  esly  os  t&®  Wf?  fi®M  and  Baadq®©rt©?So  The  figa^e© 


w®ffi*©  is  field  assi®®^atc- .«?  is  ppofEsSsisaal  categories* 


PMaiader  ia  p^essioaal  eategopiaso'  ' la  gsograpMo  distribution^ 

e «•  41  paroaat,  ajp«  operseesj  they  ssaks  up  21  percent  of  all  egers&a© 


3o  ?h®  status  and  peoblssas  of  wa  is  the  clarisa!  aad  atsp®s*®i8«i?y 
categories  were  studied  by  the  Glorio&l  Ceassltt®®  of  the  tfesnssa0©  F&mIs  ' 
and  bs  great  additions  oould  be  sad®  to  their  findings  with  regard  to 
csrort  eaplBysaato  Position  in  the  oo^ept  of  floss  or  ©rsrseas  dose  set 
differentiate  BSEfeara  of  these  categories  fy® a their  counterparts  in 
ewart  ©ffiasso  It  is  noted  that  woesa  ia  these  categorise  era  ©spleyad 
in  alssst  all  sm&m&a  offices  and  in  Easy  of  the  ssall&r  stations  (under 
flw*  p^?sfianal).  ia  ths  field  are  the  only  wesaa  osplsyaos  at  thd 

statibho  For  fchesa  OTarsess  wsaoa,.  Adainlstrati'WB  Aosieltest  A®  tbk> 
elasaifiaation  generally  held#  but  taar©  are  sms  elBasiiicd  aa  oeS&'jtsxgfa* 
sto&e^aphor  o?  iateHigane®  assistant!  the  usual  rating  is  G8»>5  to  G&=?<> 

4o  The  situation  of  ja*©fessieml  ueasn  isa  Sssdtitorte?©  offiess  has 
been  studied  by  the  Professional  CoEEgittoo9  and  its  findings  apply  to  earn 
©stent  to  professional  wesaaa  in  the  covert  affieas , but  thara  are  seas 
oireussatanasa  peculiar  to  the  DD/P  which  sasat  be  considered  separate Jy0 
Professional  status  1ms  been  detoyoiaad  on  the  basis  of  job  title  and 
function  rather  than  ge& ds,  since  operatioas  of  fleers,  translators,  re- 
ports officers,  training  officers,  and  seaas  ether  professional  classifi- 
cations ino3nd©  personas!  rated  as  low  as'GS«5:aad  Occasionally  GS-40 
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Tfe®  aasi^samt  tS  pssTmssfcS,  t®  mi&gsrim  me  eatl g®ly  arfe^Ltrayy,,.  K® 
©©aaistsmy  la  Q$&sfflifieati<g&  aad  title  esdsts  featvosa  off! ©a a and  divt~ 
eiessa  of  tba  e«9Fl  8©®t«r&  safes  goad©  e fe&d  to  fee  determined  ea  the  feasts 
®f  position  asad responsibility  rather  than  title, 

5o  The  largsst  mister.  ©f  prefossieml  parses®#!  appear®  in  th© 
©porafeicna  «ategegy0  Other  proffcaaisaal  groups  av®  yef^sesifesd  by  s©2f» 
atively  ssasaH  sssslasrsp  partia^r^  wfii©ra  fssr&ctieiria \qpA  ees^loaa  (eush 
as  ms  cu3]3®@ts  ©f  and  ©aoplyp  statistical  worfc,  publication, 

Mferarias,  aad  jaaahln®  ©peratic&s)  ara  seaferlb&tsd  to  the  ©ewrt  of floes 
by  ©ttoar  e@sspsmgsb®0  Operations  i a fact  eeatateo  isor®  p®rs©<tosl  than 
atatisfea.es  iadioab®,  sisse  ssusy,  ©ffieora  la  ir©  ©s*  iaetsUw  mp=> 

pKft  categories  ay®  actually  operations. officers.  la  the  field  toss® 
®£fesgssd©s  ars  ©s©p®ffi®d  largely-  of  statics*  asd  ssdfiBle®  tbisir 

dspssfei©®  a&d  staff  sssaSssre,  meat  ©f  whesa  ora  ©psyafeleaa  off!  ©are  with  a® 
saaka  @gssr?at&®ssal,  tm  «©©®afe£«®  ftes&ctiejBo 


Of  W2£©3S  including  Sight 
’ is  ©psratioasc  Tfesrs 
!a)  la  th®  safe®  gory,  the 


■ Ba !MM 

JEsSO?-  - fiffiiEK  . ’£S2ES»&  -ta31& 


Men 

W^am 


75 

25 


93 

7 


toads  classifications  in  the  oporatie&a  category  ran  from  GS»5  t©  GS®1? 
for  a®a  and  from  QS®5  to  CS-14  for  woman.  Two  wassan  GS-149®  are  op©y&«> 
felons  offioere,  although  vmt  as  a deputy  oMaf  of  station B appears  in 
tha  exscuilv®  support  category. 


7o  In  the  categories  of  executive  support  and  administrative  eup~ 
port  9 which  show  the  next  greatest  concentrations  of  strength  after 
operations,,  representation  of  wemon  is  proportionately  even  sasHar, 

Only  ia  the  category  of  analysis,  la  all  three  of  its  sections,  is  there 
a greater  percentage  of  women « With,  a few  exceptions  la  operation®  and 
executive  categories,  this  is  the  only  category  in  which  voasa  hold  ad- 
ministrative positions  such  as  section  chief,  in  either  field  or  headquarters. 
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Disposition  of  DD/P  personnel  ia  tha  gsographio  divisions  0 ©ssaMsiv®  of 
the  Headquarters  staffs..  is  ©vea  sears  ©onalnsivs,  for  66  paroant  of  divi- 
sion parses**©!  ara  la  tha  fields  Of  field  personnel#  72  percent  era  k. 
A further  diff avaat^ati  03  festveen  w and  women  ia  tha  field  is  indicated 
by  tha  fact  that  tha  oorasonsat  rating  for  man  overseas  is  QS-99  for  waswa 
QS»?e  A©  noted  above#  wessan  ara  stationed  in  almfit  all  overseas  instal- 
lation® 8 but  the  largest  number  of  women  overseas  is  in  tha  clerical  or 
ssapsrvisery  category. 

20  o In  the  DD/P  as  in  other  offices » the  number  of  mn  in  hitter 
grades  is  much  greater  than  the  masher  of  uasaa0  The  mzalvera  and  pareoat 
of  xsm  and  woman  in  grades  of  GS-7  and  above  is  as  follsaes 


UMte  Ml 

m~H  OS-7  QS-ll  <23-7 


11.  The  hipest  grad©  held  by  woman  is  QS-ifr i there  are  wosaaa 
of  this  rank  ia  tha  DD/Pf]  ] in  Headquarters  and'  in  tho  field.  The 
Headquarters  woman  are  in  Analysis  (R&ao&reh)  , E&ecutiva  Support#  and 
Operations  categories#  the  field  personas!  in  Exsoutivs  assort  (actually 
operations)  and  liaison  categories.  'town  occupy  faw  ©ssoaativa  posltiona 
and  nothing  beyond  ssotioa  chief  in  Headquarters.  In  the  field  thor®  are 

| station  ohiefa  yho  ojn»  weaoafl  bat  the  stations  are  saill.  Ia  general 
the  ranks  held  by  wa man  in  field  and  Headquarters  Jobe  toad  to  be  Iswor 
than  those  held  by  men  in  similar  posit loss 0 

12.  Tabulations  ©n  which  statement®  above  ara  based  are  enclosed  a© 
th®  foilswing '©sMbits  t 

&Mblt  Bs  DD/P  staffs  and  divisions,  showing  strength, 
masbar  and  percent  of  men  and  women  at  each 
grade  level;  and  nuaber  and  percent  of  man  and 
wtc  in  each  category;  and  tha  grade  range 
fee  the  category. 

Exhibit  Cl  Overseas  ©laEsats  of  Headquarters  offices 
(Ceraptrollar#  CksnssuEi  cations,  Logistics, 

PBIS)  e showing  number  of  women  employees  in 
each  category  and  grade  ranges  for  women. 
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MiMfe  Dj  of  gassber  and  psmat  of  saa  a©& 

vsKssa  ia  each  oats gory  is  the  DD/p  staffs 
sad  divisiaas e 


EaMbit  Ss  Analysis  of  DD/P  ago  aad  grade  dietgfllaatloa 
of  GS  staff 
30  Sma  1953, 


■ He  te«sag  parBenaolp  feoM  paaltissas  ia  all  th©  pro** 

f©Bsi©aal  eategeriesa  eltk©a^h'  their  ssag&er®  are  always  snail  ia  ssst^ 
pariss®  with  the  s&^bsr  of  rass,  Th®  highest  eoaosatratlsss  of  wassata  ia 
th®  pr©F®0S&©,*al  groups  ia  the  DD/P  la  ia  ©pajpatisfflSa  which  alss®  hae  th® 
fesavisat  sssassatratioa  of  ®sa,  After  this#  th®  grsatoet  ssissfoss’  of  j®®” 
fofflsioml  wasasa  is  ia  tha  tsitageyiea  of  analysis  (Xnfom&tioss  Contspol,, 
Rasoajp^Sij,  and  Bsports)p  and  in  adsaini  strati?®  asad  ©saeuiti?©  support, 

Th®  proportions  in  those  lest  two  categories  are  sssah  ssall®ff  than  ia 
ttes  oparaticas  aad  analysis  groups,  Xt' is 'principally  ia  th©  analysis 
category  that  ween&a  hav®  attsisad  positions  as  section  ohi.efao 

14o  Gsographia  reacts esbs-  am  diffie®lty  of  living  condition©  ap» 
paar  to,  p^aaaat  little  ©batnastiasi  t©  tha  stationing  of  vresaan  ov@ra©aSe 
Th©  fact  that  meat  wosaea  ia  spall  stations  ars  atotnistsrativ©  and  alerical 
par  books!  aad  that  £@w  ay©  operation®.!  ®wa  ia  the  larger  station©  r©** 
floats  a cssa^ooly  ospspesssd  objootitm  to  w®aaffi  handling  operations  ia 
the  flaldo  Assignment  of  werasa  to  field  operations  I®  liMtod  by  th© 
maoaaslty  for  CIA  t©  oonforgi  to.  t ho  eaatoBS  sad  rastgiotlosiB  imposed  by 

] local  Efirea  and  attitudes  in  the  foreign  area  which  night  haspbr 
a warns  isa  operation® j by  prcjbl ma  of.  plausible  e«wj  and  by  situations 
ia  which  vofflsn  sight  not  have,  acteaas  to  iatsHiganc©  .obJ©©tiv®»0  la  bowss 
ccvsrt  offlees.p  als®9  wh®s>e  tha  emphasis  is  on  para-adlitary  activities 8 
few  wenan  are  qualified  for  operations  work. 


15,  In  view  of  the  figures  shows  above  sad  ia  the  attached  exhibits s 
it  appears  t hat  the  fields  of  analysis e operations 9 and  administration 
offer  the  best  possibilities  for  earner  advancement  for  wesaan  ia  oemt t 
offices  o la  the  field  of  operations « the  plater  msEJm*  of  woman  is  at 
Haaiquart ex*e  9 with  a rajah  smaller  nssabar  and  a vary  nuah  osallas*  paroaat 
lathe  field.  This  differential  ref  loots  tha  ideap  held  by  soe®  teen  in 
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©jssrafeiesaal  and  essesativ©  pssitieaa,  that  \mm&  are  not  suited  to  parti- 
cipate actively  os?  wossM  act  fee  ppaf ®ea lorn 13y  adequate  is  direct  ag®8it 
handling  ia  tbs  ££eM,  as  wall  as  ia  etfcaff  details  of  field  ©paratlesss* 

That  this  idea,  is  fallacious  is  shorn  by  the  successful  operational  camera 
of  a sisasber  ©f  woman  ia  various  gtegmphioaX  areas  and  the  gemanal  ae- 
aoptaaes  of  wcebsb  ia  th®  cparatieaai  Offices  at  Washingtea  and  field 
headquarters*  la  sosse  types  of  operations  aal  ia  some  techniques,  wffioaa 
have  advantagsc  wss*  maa  and  can  be  used  mere  effectively*  The  fie  M of 
opsratims  off&ff®  nww  saffms’  possibilities  t©  vesase  with  ijssagim- 
tian,  rngfi  and  ag^eeslvosess*  deed  operational  psraosaml  are  always 
at  a presitga,  &@dl  a wsm&  with  a flair  la  this  ®ubj®ci  ia-  isft&lnableo 

260  The  am  lysis  pa'^oafiioaa  are  often  reess^aiasd  ia  the  operational 
scoter  as  being  particularly  salted  to  wane®.  they  do  not  salsa  the  techni- 
cal, physical,  and  proffiggisml  deseac&s  of  operations,  assd  ttey  offer 
©pacing©  fear  the  utilization  of  ffossasreh,  editorials  ,aad  related  ®MSls 
ia  a field  whore  sass  apps&r  to  feel  less  interest  than  is  operatic®®* 
Headquarters  resear©^  sad  reports  staffs  at  all  Israels  e®ataSja  sany  w^sa, 
and  reports  wasrtr  in  the  field  is  oftea  handled  by  yem®,  Tbs  reports  and 
oounfcerespiQsaga  section®  hate  mere  wecaaa  chiefs  than  any  ■ ethos?  category. 
Both  reports  and  oeagsterospAcesaga  offer  assollant  openings  for  advamsaasest 
te  eseoutiv®  positions  and  prsvido  sjacelleat feaokgmaid  for  weasea  who  wi  1st 
to  enter  ©paraticsial  work* 

If « Among  Q\tegsri®s  ia  the  ©overt  ©ffiess  in  which  woesssa  are  not 
ia  great  for.?©  where  store  Mgjst  be  able  to  work  arc  administrative 
au^ajart  rind  r^eegftite  support*  Wesson  of  lower  rating  hold  administrative 
posifctesv  each  as  administrative 9 personnel, or  intelligsaco  assistant, 
and  there  are  possibilities  for  qualified  wmtan,  in  higher  ratings*  More 
emphasis  could  ba  placed  ca  selecting  wcaaen  fes-  adtainistrativa  support 
fractions  ®uoSa  as  personnel  oosascling  asa' 'welfare* 

18 o Frofeasicssail  fields  in  which  few  are  srapleyoa  but  who m 

they  might  baof  considerable  value  are  translation,  liai 00a , and  training* 
There  is  little  necessity  for  translators  at  Headquarters,  but  in  the 
field  whara  there  is  a ocas  taut  need,  more  wesson  might  be  employed.  & 
factor  in  ffhvor  of  woman  as  translators  is  that  san  assigned  to  this  work 
are  often  Interrupted  to  assist  with  operational- duties.  Qualified  woaan 
translators  are  available,  and  wesson  might  also  fes  trained  for  this  work - 
through  the  Agancy  language  pragmas.  Ia  liaison,  although  the  statement 
is  often  mde  that  bmrlmn  agencies  will  not  aooept  women  liaison 
officers , there  are  many  oKamplas  of  suscassful  liaison  activities  con- 
ducted by  women.  In  the  field  and  operationally,,  wseasn  have  son©  ad- 
vantages in  lialsto  with  foreign  service e,  where  they  usually  receive  mare 
courteous  treatment  than  may  ba  thought  necessary  for  men  and  are  able  to 
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m’s.  f os*  iafsssa&ifi©  caaoooa&eaB  not  always  easy  for  asa  to  o&taisio 
The  third  field?  training?  could  use  hjop®  wsatsa  ia  a ©a  tors  is  wM.eh  mm 
ag>®  specially  qualified  or  sasasrous?  such  as  reports?  research?  analysis, 
aad  ®c®s  phases  ©f  operations,  aa  wall  as  la  a&ainistraiioa. 

2,9  Bssatss®  of  p&gpslaal  considerations  aad  technical  rsquirensate 
tfearn  yli^  always  to  » os®  fields  ia  which  few  vcsaaa  will  to  qmlifiedo 
?hia  «>SM«nm  a&t  prevent  tba  ®apl^ad!ist  efwesam  who  ar®  qualified  «M 
iatercatad  is  such  wsr&o  la  aeggamlaatlaBa,  the  raaaec  fear  the  s^alSi 
a^tosp  of  wffisasa  espl^p®®®  really  .sited  is  that  few  wsssaa  have  the  techni- 
cal !j&okgr©u®&  or  the  istsseat  coaded  ia  the  fieldo  Macy  asp@sts  of 
physical  eeeurity  positions,  assess  aspects  of  t raising?  aad  in  the  field 
iagiTva  of  supply  huBtrfiiwg  aims  military  and  para-odlitary  operations  , d®®asd 
physical  strength  and  professional  ©zpsrieass  few  wsassa  posessss® 

2©0  It  has  toss  padHito^  out  atev® ' that  of^sstoaltiss  is  scssa  fisMa 
are  jgasah  hattor  fee*  wsassa  at  Ssadquartora  than  ia  tto  field*  la  fcjh® 
amallaa*  field  stations  whore  official  cover  and  other  specifications  of- 
foot  the  ©s lectio®  of  GIA  representatives,  opportunities  for  wssnaa  will 
probably  always  to  relatively  few  ia  the  operational  fieMo  In  tfaa  largag 

stations  _ 

there  is  ample  possibility  for  wsasa  to  weigh!  in  all  phagga  of  Agency  acti- 
vities® There  ara  very  few  overseas  GIA  stations  I Jwith  n o 

wosson  employes®  0 Xt  is  not  tha  uawillin^sss  of  woman  to  travel  or  tfca 
imbility  to  oops  with  foreign  ©nvironasata  which  limits  the  curator  of 
woman  employed  in  the  §&  the  large  tnasEstor  of  women  employed  over- 

seas indicates o 
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III.  RSCCSWDATIOIS 


Mssy  the  pjpoblssea  vMdh  faoo  paraeesn®!  ia  tbs  omm*b  @ftL ©e® 
ars  bs&  strictly  r-^latsd  to  wesson  last  apply  equally  t®  maa*.  Thsro  aroe 
b®w«vsrff  msm  eis’sassstaaa®®  whieh  apply  opsoifically  asra  gemimlJy 
to  woiasa.  For  many  pra&Sane,  such  a®  iisadqaartays-flaM  retatl©s0  jps- 
l&tleas  fe®tw©ea  the  e©v®rt  off! ass  and  other  e®£p®a©at®  of  th®  Agsa.cgf’ 
ia  regard  to  retatifaa . of  pe5*&£g£5K?l4  &ad  limitations  af  sajpljsyssaat  fas* 
%saB®a  isa  ©advert  offioesy  s©  adaq\®t©  ©alnticss  «&»  b©  ©ffersdo  Sea® 
fimaffia@®datd©as  ar®  Ktki,  hsmyv&t  oomesr-atag  specific  factors  affeetiag 
'we©sa  isa  ©®v®rt  off£®®®0 


It  is  r®®saE&ssa&©&  that  ease  ssiihed  b$  arranged  by  which  -persons®! 
returning  to  Headquarters  f^ea  «romae  aasigssanta  may  receive  guidons® 
ffer  their  future  o&rssssjo  Every  returns®  is  fh«©d  with  the  preblees  of 
doeiding  whether  to  return  to  the  field  ia  hi  a ©wa  or  Bf&m  ©th®r  earns.  B 
to  remiss  ia  Kjsadqmrtsrs  la  his  am  divisiea  eg*  ia  aeaK>  other  division 
or  staff e or  t-o  transfer  into  seas  e®apenasxt  outside  DD/P»  Many  re- 
tuTKsos  are  unfamiliar  with  H&adqyartes  8 organization with  the  positions 
and  typos  of  wOrte  available t and  with  the  possibilities  of  transferring 
into  other  DD/P  .offices  or  other  oesaponesta  of  the  Agency*  Host  parson- 
n®l  natumisag  froa  an  assignment  are  offered  little  guidance  or  orienta- 
tion „ and  unless  there  is  an  lamediato  demand  for  his  peirtieulaB*  ability s 
a returns®  my  go  through  a long  period  of  uncertainty  and  discomfort 
before  he.  finds  a suitable  position  in  Headquarters  or  deeidas  to  return 
to  the  field. 

It  ia  reesEsnaadadp  therefor© , that  sea®  provision  bo  made  to  enable 
returnees  to  reosive  infestation  and  guidanea  on  positions  available  and 
to  acquaint  themselves  with  the  general  organization  of  Headquarters 
office s «.nd  c^spGZ&sntSc  Owidanoe  sarvloa  should  include  a discruaeion  of 
the  interests  and  abilities  of  the  individual  and  where  ha  might  b®  most 
useful  to  the  Agonoy , and  also  the  training  required  and  the  special  train- 
ing available.  Vfoesa  returnees  should  also  be  allowed  to  offer  any  coesEsmts 
on  field  problems  affecting  woman  in  the  area  from  which  they  have  eoaaa 
and  suggestions  for  thair  eolation.  . 

Th®  means  of  establishing  such  a Headquarters  counselor  for  field 
personnel  might  be  to  place  aa  officer  in  Central  Prcoefceing  or  in  each 
of  the  DD/P  senior  staffs,,  Such  a oounselor  should  b©  above  the  level 
of  the  geographical  division  but  should  work  closely  with  pare  ©mol  «n4 
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On  th®  Headquarters  side,  arrangements  night  ba  sad®  to  ©sabla 


they  my  have  to  miss  , as  wall  as  of 


fhs  s«08B  mm  emi^k  ia  Training  sate®  it  possible  fcs p A^sasy 
pspjjGsmsl  to  acquire  background  teacwlsdgs  and  professional  training  i® 


oo^'ort  pereomjsl  ar®  osatorsd  ia  training  courses  cm  tfeo  basis  ©f  th®Ar 
positions  and  jefe  ©eeigesjeato.  If  an  employs®  wishes  to  change  his 
8ifi33s®nt  and  to  tak®  instruction  ia  aoaaa  othsr  field,  h©  must  both  pae® 
aa  aseasesssat  for  aptitude  in  the  new  line  and  receive  the  approval  of 
his  branch  chief  £©r  tbs  ccurss  ha  wishes.  This  possibility  of  entering 
c^E^fciosaagf,  reporting,  CE  and  other  types  of  work  is  open  to  sasn 


It  is  suggested  that  this  aeans  of  isnpa*oving  professional  status  b® 
mdd  olear  to  wcKsn  employees,  particularly  in  the  Lever  professional  and 
intermediate  categories,  either  through  counaslirag  or  through  a pofelio  . 
inf  ©rasa  tien  prograa  within  ths  oov@rt  offices  „ It  is  further  suggested 
that  wcuea  \&x>  apply  for  such  courses  should,  if  thoir  assessment  Is 
favorable,  be  given  the  approval  of  their  branch  chiefs  for  taking  the 
course,  and  that  If  they  shew  ability  in  the  course  pass  it  success- 
fully, son®  provision ’b®  made  for  assigning  them  to  a new  job  in  the  lias 
of  the  study  undertaken. 


It  is  raefflssaandod  that  more  recognition  be  given,  through  higher 
ratings  or  assignment  to  executive  positions,  to  women  who  have  shown 
outstanding  ability  and  achievement. 
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A few  vmosk  In  the  ©overt  offices  of  the  A^sney  have  attaints  ratings 
of  GS-14  and  a few  more  of  QS-13.  The  proportion  is  still  very  email  in 
cceaparieoa  with  the  number  of  as©f  hoisting  these  and  higher  ratings.  More- 
over p as  Agency  records  showp  wosssa  wiu&Uy  hoM  ratings  one  to  three 
grades  lower  than  those  of  m in  comparable  petitions. 

, ■:  ' ' 

In  considering -employees  for  new  ratings  a*.sd  prsjserfcioas,  attention  i© 
seaetiajos  given  to  external  factors  eiaoh  as  the  soenoaic  obligations  p?  the 
caadldatso  Usa  with  f ami  lisa  and  housing  ©a^s&tuaats  my  rooeive  pr®gm*mm> 
partly  on  the  basis  of  their  need  for  the  ao my  a It.  to  suggested  that9  in 
determining  position  sitings  and  proiaotloaep  the  only  factors  which  should 
ha  ooasidared  are  th®  work  den®'  and  tha  qualifications)  of  the  individual. 
Wcshks  who  arc  well  qualified  and  axparieneod  should  rsoaive  the  aami  ratings 
and  p^aotiags  opportunities  as  saan  of  comparable  itaoSc^^sjg^ip  ©xp®ri«^a®p 
and  jab  parformaee, 

A atatsB2®ffit  which  has  b®cn  made  at  various  tUse©  X%  arm  i®  di£f«ff*@sfc 
offices  is*  "Ask  h ®p,  Sha  isn't  the  chief  of  thi*  section 0 feat  sh®  && 
the  eas  who  know®  about  it. H It  is  suggested  that  whsa  a woman  is  ao- 
kncWlssSjpMS  to  bo  on  authority  in  her  position  she  should  receive  ©or®  than 
this  type  of  unofficial  recognition  of  her  abilities,  either  in  femas  of 
GBteoutive  pKaitieaj  such  as  sootica  chief  or  in  high&v  rating,  or  la 
both. 
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REPdtT  OF  THE  COMMITTEE  OK  CLERICAL  EMPLOTEES 
IH  THE  OVERT  AND  COVERT  OFFICES  OF  CIA 


I.  INTRODUCTION 

Objectives  This  report  is  concerned  with  the  utilization  of  and 
sareor  (Opportunities  for  women  in  the  clerical  and  Intermediate 
groups  in  CIA.  It  covers  headquarters  and  field  employees  in  the 
overt  arid  covert  components  of  the  Agency.  To  maintain  uniformity 
with  the  it her  subcommittees ! reports , overt  and  covert  statistics 
are  presonted  separately. 

Definitions t In  its  study,  the  Committee  on  Clerical  Employees 
natT considered  two  groups  of  employees.  Ono,  (hereafter  designated 
as  the  '‘intermediate”  group)  is  composed  of  persons  having  special* 
ieed  shills,  such  as  Radio  Operator  or  apprentices}  Personnel 
Assists nt,  as  opposed  to  ths  professional  or  Journeyman  Personnel 
Officer i^and  supervisors  of  clerical  operations.  The  other,  (hare* 
after  vef erred  to  as  "clerical”)  is  composed  of  persona  havissg 
skills  with  office  machines  and  procedures . This  latter  group 
jhiciudoa  stenographers,  typists,  clarka  of  all  kinds,  machine 
operators  (a.g..  Tabulating  Equipment  Operator),  telephoaa  oper- 
ators. receptionists,  etc. 

It  teas  been  found  that  this  breakdown,  in  the  main,  holds  good 
insofar,  as  grade  raises  are  concerned*  The  intenssdi&te  group 
rang03  in  grad®  froa  OS ^5  through  GS»9,  with  a few  supervisors  of 
highly  specialized  okille  going  as  high  As  QS»mo  Ths  clerical 
gTCTJp  in  general  ranges  from  GS"3  through  OS ^6,  with  a £®w  so®ra<= 
tariiil  positions  in  "front"  or  headquarters  offices  going  as  high 
as  G‘j~9.  For  purposes  of  this  report,  wage  beard  srapleyeesj, 

CPC  rs,  Consultants,  staff  agents,  and  military  pareossnal  ®a  active 
duty  assigned  to  the  Agency,  have  been  emitted. 

Within  these  two  categories  ih®  Cessaitte©  has  tried  to  consider 
th<j  distribution  of  men  and  wossn  in  each  group  and  tha  eaapsratlv© 
grids  ranges  of  men  and  women  in  these  groups. 


In  brief,  this  Committee  can  generalize  that  for  reasons  not 
y«b  established,  the  proportion  of  men  to  woman  reverses  sharply 
as  th®  level  of  responsibility  increases  ^euad  that  in  certain 
categories  the  grade  range  os  it  exists  at  the  pres® it  time  is 
more  favorable  to  mm.  than  to  wessn. 
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Secondly,  it  has  become  obvious  that  certain  problems  exist  for 
&U  personnel,  whether  men  or  women 0 The  major  ones  are  a high 
rate  of  turnover  and  the  related  problem  of  insufficient  integration 
of  clericals  Into  the  work  of  the  Agency# 
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II.  FINDINGS 


Statistical?  In  presenting  these  figures,  the  Comities  recognises 
^mFTSay’represent  a purely  static  picture  of  the  Agency,  and  that 
the  factor  of  movement,  either  by  appointment  or  promotion  into  a 
given  category  or  level  of  responsibility,  cannot  be  portrayed. 
Further  studies  in  comparison  of  qualifications  ve.  grads  for  men 
and  women  and  of  time  in  grade  before  promotion  for  both  will  b® 
necessary  before  a complete  analysis  can  be  attempted,  The  Comaitte® 
was  unable  to  perform  these  studies,  since  Agency  records  are  not  at 
present  maintained  in  a form  from  which  the  material  can  bo  easily 
extracted  in  the  time  allotted  for  this  pro j set 0 


lo  Overt  Off ices g Among  the 


employees  in  the  overt 


os  follows: 


Agency,  the  distribution  of  men  to  woman  is 


Clerical 

Intermediate 

Professional 


OS  3=6 
GS  6-9 

QS«li  through 
super grades 


it s? 


F 

8655 

31* 

21% 


The  intermediate  group  must  be  regarded  both  as  an  aunlnaae® 
to  which  clerical  employees  can  aspire,  and  as  a training 
ground  for  professional  ranks. 

The  percentage  change  in  the  men/sfcmsra  ratio  from  the  Assist- 
ant  to  the  Professional  level  is  of  particular  interest  in 
the  following  categories? 


Assistants 

Professionals 

percent 

Analysis 

men 

1958 

women 

81$ 

mn 

m 

wcBsm 

2% 

Edit  & Pub 

3<$ 

7C$ 

m 

37% 

Admin  Support 

$6% 

m 

m 

m 

In  Editing  and  Publishing  Assistant  and  in  Administrative 
Support  Assistant  the  beginning  grade  for  men  and  woman  is 
the  same.  In  all  other  categories  where  women  are  employed, 
the  beginning  grad©  for  man  is  one  to  two  grades  higher. 

In  the  Library  Assistant  category,  the  highest  grade  is 
held  by  a woman,  and  in  Editing  and  Publishing  Assistant, 
the  top  grades  are  the  same.  In  all  other  categories  in 
which  woman  ere  employed,  the  highest  grads  held  by  a man 
is  one  to  three  grades  higher  than  that  held  by  a woman. 
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In  the  first  case,  clerks,  typists,  and  stenographers, 
which  comprise  the  great  bulk  of  the  clerical  group,  can 
theoretically  be  advancedto  Administrative  Assistant  and 
to  clerical  supervisory  positions  without  acquiring  addi- 
tional skills  beyond  a knowledge  of  office  procedures  and 
dn  ability  to  handle  people 0 In  these  positions  the  dis- 
tribution of  men  to  women  is  as  follows t 


M 

F 

1$  F$ 

Clerical 

12$  89$ 

Admin  Asst  and 

Clerical  Supv 

27$  73$ 

Grade  ranges  for  men  and  women  in  these  categories  ore 
the  same* 


Similarly,  Machine  Operators  hope  to  be  advanced  to  Super- 
visors and  Planners o In  these  positions  the  distribution 
of  mein  to  women  is  as  follows* 


Operators 
Supvs  and 
Planners 


M P 


t$  ¥% 

m $u 

m m 


In  this  latter  category  the  grade  range  held  by  men  is 
gs  5“lU,  by  women  OS  5-10*, 


In  the  intermediate  group,  in  addition  to  these  categories 
to  which  clerical  employees  aapiras  there  are  seven  rela- 
tively large  categories  of  "assistants"  which  run  parallel 
to  and  might  be  considered  training  for  professional 
categories,,  Those  ares 
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Covert  Offices:  Among  the 
Offices  of  the  Agency,  the  distrii 
as  follows t 


employees  in 
mtion  of  men 


the  covert 
to  women  is 


Clerical 

Intermediate 

Professional 


OS  5>  through 
supergrades 


F$ 

12$ 

88$ 

Uo$ 

6Q$ 

82$ 

18$ 

1/  With  one  exception  at  a GS~9 
y With  one  exception  at  a GS®12 

A comparison  of  clerks,  typists,  arid  stenographers  to  admin° 
iatrativa  assistants  and  clerical  supervisors  shows  th© 
following! 


Clerical 
Admin  Asst  and 
Clerical  Supv 


M F H 

5$ 

m 


Grade  ranges  for  men  and  women  in  those  categories  are  the 


A comparison  of  headquarters  (Washington  personnel)  with 
field  figures  reveals  that  th®  major  part  of  the  shift  in  th® 
proportion  of  woman  from  the  clerical  level  to  the  admlnls® 
trative  assistant  or  supervisory  level  takes  place  in  th® 
fieldo 


Admin  Asst  and 
Clerical  Supv 


Field 

Clerical 
Admin  Asst  and 
Clerical  Supv 


«Th©  totals  given  her®  differ  from  these  in  the  covert  professional  report 
as  there  was  a reorganisation  in  the  DD/P  area  between  the  times  th® 
statistics  were  gathered  for  th®  two  report®  <, 
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A comparison  of  categories  in  the  intermediate  group  with 
related  categories  in  the  professional  group  in  the  Covert 
offices  reveals  the  following t 


El 

Grade 

F 

Or  ado 

n 

5_l 

Grade 

F 

Grade 

SI 

Admin  Hq  ! 

.'Zll 

7-15 

9-12 

66 

m 

Admin  Field  1 

U-17 

7-21 

80 

20 

Budget  Hq 

_i_i 

7=21+ 

5-n 

73 

27 

Budget  Field 

7-9 

5-7 

57 

1+3 

5-lU 

6-11 

91 

9 

Personnel  Hq 

6-7 

5—6 

67 

33 

7-3 3 

7-12 

69 

31 

Personnel  Field 

7-15 

6^9 

75 

25 

Security  Hq 

7-13 

CVS* 

100 

erwo  J 

Security  Field 

5 

' ■ 

100 

<=>■=> 

11-25. 

6=9 

■98 

8 

F&S  Hq 

7-12 

7-9 

89 

11 

P&S  Field 

5-7 

7 

83 

17 

7-15 

5 

97 

3| 

Intel  & Ops  Kq 

5-9 

5-9 

9 

91 

5-18 

h-3i} 

69 

32 

Intel  & Ops  Fioli 

h-9 

lt-9 

60 

ko 

5-l8 

5°lU 

■ 

80 

20* 
. 1 

TOTAL 

U-9 

L SEL 

iT^is 

li-lii 

The  percentage  change  in  the  msa/women  ratio  from  the  Assist^ 
ant  to  the  Professional  level  is  of  particular  interest  In  the 
following  categories} 


Assistants  Professionals 

percent  percent 


M 

F 

M 

F 

Budget  - field 

57$ 

U3$ 

92$ 

% 

P&S-  field 

83$ 

17$ 

97$ 

% 

Intsll  & OPa  Hq 

% 

93$ 

69$ 

3S$ 

A ecmparison  of  percentages  in  the  Administrative  category  is 
rendered  particularly  difficult  by  the  fast  that  the  majority 
of  Administrative  Assistant  positions  are  in  no  way  related 
to  those  of  Administrative  Officer 0 A tentative  comparison 
was  arrived  at  on  the  basis  of  combining  Administrative  Bud- 
gsts  Personnel*  Security  and  Property  and  Supply  Officer 
figures  for  comparison  with  Budget*  Personnel,  Security  and 
Property  and  Supply  Assistant  figures  as  follows} 

Assistants  Professionals 

percent  percent 


M 

F 

H 

F 

Admin  Support  Hq  67$. 

33$ 

73$ 

m 

Adraia  Support  Field  75$ 

25$ 

88$ 

12% 

^BSREf 
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It  may  be  noted  that  in  two  of  the  above  categories  of 
intermediates.  Budget  Assistant,  headquarters,  and  Person- 
nel Assistant,  field,  the  grade  ranges  for  men,  both  mini=> 
mum  and  maximum,  are  one  to  two  grades  higher  than  those 
for  women. 


Observations t Any  agency  or  organization  is  dependent  on  its  clerical 
I'orce  Yaf  'sit icient  operation.  Since  the  clerical  force  in  this 
Agency  is  composed  primarily  of  women,  the  Panel  felt  that  a study 
should  ba  made  of  clerical  problems,  apart  freen  the  question  of  dls- 
elimination  . 


As  stated  above,  certain  problems  exist  for  all  clerical  personnel 
whether  man  or  woman.  The  major  ones  are  a high  rate  of  turnover  and 
the  related  problem  of  insufficient  integration  of  clericals  into  the 
work  of  the  Agency.  The  Cosaittos  was  able  to  gather  only  fragmentary 
statistics  in  the  course  of  its  study  of  these  problems.  However,  on 
the  basis  of  a study  of  exit  interviews  for  personnel  in  grades  OS  >=>9 
from  1 January  1953  to  1 September  1953,  and  a relatively  wide  range 
of  individual  Cosmj±ttQe  contacts  throughout  the  Agency  and  its  ooIIqq- 
tiv©  exports  nee  in  the  Agency,  a general  picture  of  these  problems 
has  been  developed. 

Although  figure®  of  - those  leaving  over  an  8=month  period  cannot 
bo  accurately  compared  with  the  on-duty  strength  of  an  organization  at 
any  oms  tins®,  an  approximate  percentage  may  be  obtained  of  the  turn- 
over.  A study  of  the  exit  interviews  revealed  tho  followings 

Overall  Men  Woman 


Total  number  of  eases 


Total  Agency  strength  in 
the  grade  ranges  under 
study  as  of  30  tea  1953 


Tha  approximate  turnover  rate  was  12$.  Of  those  leaving,  32$  war® 
wmt  a M.  69%  women,  although  the  proportion  of  men  to  wossen  on  duty  in 
tb©  Agency  in  this  p=ad@  range  was  h&%  to  55$°  Surprisingly  enough, 
however,  of  tha  three  major  categories  among  the  reasons  given  for 
leaving,  by  far  the  largest  was  "otter  job,”  which  accounted  for  [3 
The  next,  as  was  to  be  expoet sd  in  this  ^oup,  w&a 


"marriage"  with 
was  "dissatisfied,15  with! 


but  the  third,  apparently  related  to  the  first, 

, It  is  recognised  that  no  statistics  on 
reasons  for  resignation  can  be  relied  on  fee*  absolute  validity.  The 
individuals  eoBearn© d froqjsntly  fail  to  give  the  tru©  reason  and 
often  there  are  many  factors  contributing  to  the  decision  to  go.  At 
most  those  figures  suggest  a relatively  large  group  of  "dissatisfied" 
clerical  and  intermediate  eaplgyees,  some  of  whssn  have  resigned. 
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Through  the  Comraittaa's  Individual  contacts,  spot  interviews, 
and  collective  experience  in  the  Agency,  however,  slightly  more 
revealing  though  still  generalised  problems  were  developed 0 

lo  Misconceptions,  wild  rumors  and  a feeling  of  being  a 
nameless  cipher  develop  in  the  Interim  Assignment  Branch, 
despite  the  best  efforts  of  those  in  charge,  and  ere  frequently 
perpetuated  due  to 

2*  lack  of  orientation  for  the  individual  clerk  on  hie  or 
her  permanent  assignment*  Office  practices  in  this  vary  with 
the  sophistication  of  the  individual  supervisor  but  the  frequency 
with  which  this  complaint  is  heard  suggests  that  it  is  a rola<=< 
tively  widespread  difficulty* 

3 « Inconsistencies  in  hiring  and  promotional  practices 
which  the  individual  clerk  discovers  both  in  the  IAB  and  upon 
permanent  assigjsasnt  create  discontent* 

Uo  Koautilisatioa  on  the  job  of  skills  acquired  previously 
looms  large  as  a cause  of  dissatisfaction.  Stenographers  lose 
their  speed,  potentially  able  clerka  are  frequently  not  given 
the  opportunity  to  assume  the  responsibility  of  which  they  are 
capable,  and  little  if  ary  systematic  effort  is  made  to  move  the 
able  ones  ft*osa  the  clerical  group  to  the  intermediate  group  car 
from  the  intermediate  group  to  the  professional  group.  The 
natural  desire  of  the  office  to  retain  a good  clerical  employee, 
particularly  in  view  of  the  difficulties  involved  in  getting  a 
replacement,  is  understandable  to  the  bystander  but  not  particu- 
larly comforting  to  the  clerk* 

5®  Inherent  in  all  these  problems  and  frequently  voiced 
is  the  feeling  on  the  part  of  sasny  clerical  employees  that  they 
are  not  handled  as  individuals*  It  is  expressed  in  different 
ways*  "You  have  to  throw  a fit  or  resign  to  get  any  attention, B 
wYcu°i?e  treated  like  a cipher,"  "There's  such  a gulf  between  tho 
Clericals  and  professionals *" 
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IH.  RECOMHENDATIOHS 

It  is  recognised  that  there  is  traditionally  a large  turnover  among 
clerical  en^ployees  for  reasons  beyond  the  control  of  the  Agency  (such  as 
marriage  or  pregnancy)  , and  that  the  Agency 5 s investment  in  a clerical 
employe®  is  a minor  one  ■when  compared  with  that  in  a professional,,  It 
is  also  recognised  that  efforts  hare  been  and  ere  being  made  to  overcome 
mary  of  the  problems  arising  in  the  clerical  end  intermediate  groups® 
However,  an  organisation  as  demanding  s©surity»wiee  of  its  employees  as 
CIA,  and  depending  on  college  graduates  for  m much  as  25  percent  of  its 
clerical  labor  supply,  should  offer  unusual  reward®,  not  necessarily  in 
money  but  in  esprit  da  corps  for  its  employees „ Therefore,  the  following 
recommendations  are  made* 

A.  The  Career  Service  Board  place  greater  emphasis  on  the  clerical 
and  intermediate  groups  of  employees  by  designating  individuals 
of  the  existing  boards  specifically  to  consider  these  problem® 
in  order  to* 

lo  provide  for  progression,  when  an  individual  is  qualified, 
from  the  clerical  to  intermediate  and  on  to  the  professional 
group®  It  is  pointed  out  that  this  is  the  Agency9®  least 
expensive  source  for  assistants  and  junior  professionals , and 

2®  provide  for  advancement  vithin  tha  clerieal  group  - further 
utilising  qualified  employees  from  any  part  of  tho  Agon^r 
for  filling  the  higher  clerical  positions  end  further 
utilising  the  training  facilities  of  the  Agency  as  to  allow 
an  individual  employ®®  to  develop  additional  skills  bens~ 
fitting  his  personal  career 0 

Bo  In  each  organisational  unit  one  individual  should  be  specifically 
designated  and  given  publicity  to  handle  clerical  problems  which 
for  oxse  reason  or  another  cannot  be  taken  up  with  the  supervisor 
or  have  been  disallowed  fcy  him®  (This  would  vary  with  th©  also 
of  the  unit,  e0g®,  a relatively  small  office  would  mad  only  one 
whereas  sen©  of  the  larger  Divisions  might  need  om  for  each 
Branch®)  . 

Co  Appoint  a counsellor  to  th®  Xnt®?isa  Assignment  Branch  who  is  © 
mature  individual  indoctrinated  in  all  facets  of  the  operations 
of  the  Agency  with  authority  and  ability  to  handle  personnel 
problems®  This  might  alleviate  th©  confusions  generated  during 
the  holding  operation®  In  Itself  the  problem  of  rusasrs  about 
nwofiSd  require  an  Agency  veteran  to  reconcile  the 
Agency 8 s security  dezsands  with  the  limited  comprehension  of  a 
bs*®Jd»Rew  high  school  graduate  o 


/ 
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Dc  Further  effort  on  the  part  of  Agency  components  to  find 

suitable  and  valid  work  for  clerks,  typists,  and  stenographers 
daring  their  tour  in  IAB  should  be  rewarding  to  both  partici- 
pants. 

So  Supervisors  provide  further  orientation  for  new  employees  at 
the  section  or  unit  level 0 An  incoming  employee  automatically 
receives  indoctrination  in  the  Agency,  its  overall  functions 
end  component  parts.  However,  too  often,  particularly  in  th® 
groups  eoverad  by  this  report,  there  are  employees  who  have 
bean  told  only  what  their  specific  duties  are,  and  have  not 
boon  given  any  conception  of  the  mission  and  function  of  the 
unit  and  the  part  it  plsye  in  the  overall  functioning  of  the 
Office.  An  initial  introduction  with  further  explanations 
when  the  employee 9 s initial  confusions  have  been  dissipated 
would  pay  dividends. 

Fo  Additional  studies  be  mads  which  this  committee  was  unable  to 
und/srt&k®,.  but  which  would  be  of  value  in  derfcersdjs&tio®  of 
possible  Agency  discrimination  against  watssn  and  in  clarifica- 
tion of  clerical  probXsaaa  in  general* 

Xo  Qualifications  vs.  grades  in  various  categorioa. 

2a  Tiia©=in=grade  far  men  and  women  by  categories  or  types 
of  positions.  . 

Jo  Additional  studies  in  turnover  rates  by  categorise.,  types 
of  work  or  grad©  ranges,  rsfchar  than  the  Agency =<wldo  figure 
now  in  us®o 
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ANALYSIS  QF  EXIT  INTERVIEWS 
la  Introduction 


The  Panel  undertook  ©a  analysie  of  certain  exit  interview 
material  as  a means  of  answering  two  questions! 

lo  1&  the  rate  of  turnover  higher  among  women  than  among  men? 

20  What  are  the  reasons  offered  by  man  and  women  employees  fosu 
resigning  fifaa  the  Agency? 

In  reviewing  the  exit  interview  narratives  the  Panel  confined 
its  study  to* 


clerical  and  professional  employee## 

OS-3  thr eugh  96 

leaving  th®  Agency  between  1 January  and  1 September  1953 » 
excepting  courier  CPCfl  and  Wage  Board  employees® 


A„  Statistical 


lo  Over-all  resignation  figures 

The  total  number  ©£  cases  reviewed  was 
wesson  (6$$)  and|  jvere  men  (32$)  o* 


Of  theeep 


are 


to  Resignations  during  this  period  by  grades  sad  sex 

Woman  Mm 


OS— 3 
CXMj 
QS-S 
GS.d6 

08-7 

GS-8 

GS-9 


Percentage  of  this  group  (GS-3  through  C£=9)  who  are  C£>=5-'  and  below  % 62% 
Percentage  ©f  this  group  ( QS-3  through  OS-9)  who  are  OS =6  and  0S-7$  2$% 


*The  Ageney  figures  for  this  same  period  showing  resignations  of 
men  and  women  in  all  graces  show®'  double  the  number  of  men  resigning 
and  only  11  more  women?  It  is  suggested  that  a further  breakdown  of 
this  total  for  rasa  resigning  is  needed  for  clarification  of  the  resig- 
nation by  grade  picture? 
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P-eBigrjxtloaa  during  this  period  by  job  titles 


Stenographers 

Typists 

Gierke 

Administrative  Assistants 
, Intelligamae  Officers 
Intelligence  Assistants 
Operations  Officers 
Ooihq®  Technicians 
Other 

Totals  by  reasons 

trmmmmm »— i«i  <,m.»  i»arln™»»iu  ■ mn— ■■!  t tti 


No  statistics  ok  reasons  for  resignation  can  be  relied  on  for 
absolute  validity,,  The  individuals  who  are  leaving  frequently  fail 
to  give  the  true  reason  and  often  there  are  many  factors  contributing 
i©  the  decision  t©  goD  In  an  effort  to  ©©me  as  close  as  possible  t© 
the  real  reason  in  each  @&se0  the  Panel  members  working  ®s  this  report 
read  the  narratives  of  the  exit  interview  and  attempted  t©  classify 
each  in  the  proper  category,,  It  must  be  renumbered <,  however  0 that 
an  office  sometimes  "permitted"  the  Individual  i©  resign^  that  return^ 
ing  fc@  school  os*  returning  horea  because  ©f  the  illness  of  a mother 
could  mean  dissatisfaction  with  the  Job9  and  that  "leaving  to  taka 
another  Job"  does  not  really  tell  anything  about  the  reason  for  goings 


Other  Job  <? 

Marriage 

Dissatisfied  => 

Domestic 

Pregnancy 

T©  join  husband 

School  ©r  travel  - 

Return  home 

Personal 


Note: 


©f  tha 


Medical 
111  health 

Security 

Military 

Pressure  by  Office 

0©  ini®  business 

Family  responsibility 

Married  foreign 
nationals 
Death 

were  PM  returnees 
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5o  Breakdown  of  reasons  for  leaving  according  to  joi 
a.  Stenographer  a ; . ft1 1 C^Vj?iu)< 


” Marriage  . 

~ Pregnancy  — 

=■  Other  job  • — 

~ Jolt*  husband 

*»  Dcs'ieatlc? 

“ Return  heme  — — I 

» Disisatlsfaetien- 
= School  or  travel! 

A great  many  of  these  people  indicated  In  their  general  comments 
that  they  had  had  little  or  no  oppert.uid.ty  to  wise  their  shorthand-. 
Other  factors  © oat ributing  t©  thair  decision  to  leave  were:'  (a)  no 
promotional  possibilities c (b)  no  overseas  opportunity  s (©)  mislead- 
ing rs<gjf ui&raent a (d)  inadequate  supervision!.:, 

bo  Typists 

~ Marriage 
«•  School  ©g>  travel 
» Return  horae 

- Join  husband 
=■  P^egaaitsy 

*=■  Deaiest!© 

- Bisoatisfaistic® 

Several  here  fouixl  the  job  too  routine^  several  mentioned  that 
they  had  had  no  opportunity  to  use  their  college  background^  and 
seae  objected  to  either  to©  imch  or  too  little  typing;,. 


Co  Clerks 


» Marriage 
=■  Demesti© 

<=•  Other  job 
® Join  husband 
-»  Dissatisfaction 
«■  School  or  travel 
■=  Pregnancy 
= Return  home 

The  two  comments  moat  frequently  contributed  here  were  (a)  no 
promotional  possibility  and  (b)  monotony  of  job0  There  was  great 
variation  among  the  ©thez*  comaentsn 

d„  Administrative.  Assistants 

The  reasons  for  leaving  given  by  this  group  were  s©  scattered 
as  t©  be  irrelevant  for  any  conclusions  t©  b®  drawn,. 
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<=  Other  Job 
“ Dissatisfaction 
- School  or  travel 
“ Marriage 
■*  Join  husband 
= Pressure  by  office 
«=  Personal 


This  group  gave  a longer  and  more  specific  list  cf  complaints 
than  any  of  the  others « Unhappiness  over  the  PM  program*  lack  of 
career  planning*  lack  of  challenge  in  the  job0  and  disgust  with 
Agency  organisation  and  management  were  among  the  criticisms  more 
frequently  made, 

fo  Intelligence  Assistants 

Because  of  the  s;aall  numbers  involved  and  the  variation  in 
the  reasons*  no  conclusions  can  be  drawno 

go  Operations  Officers 

Eight  of  the  twenty  left  t©  take  another  Job  and  the  comments 
©f  all  twenty  were  fora  and  general. 

ho  Ceram©  Technicians 


<=  Othar  job 
<=  Dissatisfaction 
=■  Security 


Kest  of  the  ceramants  made  by  this  group  Implied  organisational 
trouble  am  misunderstandings.  Overseas  didn't  materialize*  there 
was  no  career  program*  n&  sunder  standing  5 abort  per  diem  were  present* 
ability  was  not  utilised  <*  these  were  a few  ©f  the  statements  raad©0 

i0  Other 


=■  Other  Job 

° School  or  travel 

=>  Dissatisfaction 

= 111  health 

«=•  Pregnancy 

- Join  husband 

» Domestic 

® Business 

0 Personal 

=»  Return  home 

=>  Marriage 

- Military 

Mere  than  20  different  job  titles  are  represented  in  this  group 
s©  the  statements  of  reasons  for  leaving  are  extremely  varied,  (My 
four  points  were  mentioned  specifically  by  mere  than  one  individuals 
finances,  difficulty  of  finding  job  after  overseas  assignment*  n© 
career  possibilities*  and  lack  of  supervision^ 

Hr 


\ssemr 


Bo  Observations 
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lo  There  was  more  turnover  among  women  than  among  men* 

2o  The  largest  turnover  occurred  in  the  OS-3  to  C£=$  group  and 
women  constituted  8756  of  this  group 0 

3«  Marriage,  pregnancy,  and  family  responsibility  (i.e«  husband 

and  children)  rated  2nd,  Uth,  and  *>th  in  reasons  for  leaving 0 
("To  take  other  job"  was  1st  and  "dissatisfied  with  job"  was  3rd„ 

ho  Dissatisfaction  among  clerical  employees  seemed  to  stem  from  lack 
of  career  planning  for  them,  misunderstandings  about  the  jobs, 
non  use  of  college  background,  non-use  of  clerical  skills p dead- 
end aspect  of  jobs,  and  inadequate  supervision,, 

5°  Mere  dissatisfaction  with  Agency  organization  and  lack  of  it  was 
expressed  on  the  covert  side  than  on  the  overt „ 

6.  There  was  indication  that  better  supervision  might  have  prevented 
many  of  the  resignations » 
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III.  Recommendations 

It  is  recommended  that  attention  be  paid  to  the  improvement  of  morale 
and  the  study  of  problems  incident  to  the  clerical  group. 

Suggestions!  Should  college  girls  with  career  interest  be  hired 
for  clerical  Jobs? 

Can  a promotional  program  for  clerical  staff  be 
devised  whereby  promotion  into  intermediate  areas 
and  finally  into  professional  can  be  effected? 

) 

Should  there  not  be  more  counseling  facilities 
for  this  group? 

Should  there  be  examination  of  some  clerical 
positions  in  view  of  the  seeming  non-utilisation 
of  some  skills? 

Will  supervisory  training  for  unit,  section s and 
branch  chiefs  contribute  to  the  improvement  of 
morale  in  the  clerical  group? 

It  is  recommended  that  careful  planning  in  regard  to  career  service 
be  a part  of  each  careerist's  induction  orientation. 

Since  tha  likelihood  of  marriage  and  consequent 
leaving  of  the  Agency  is  great  in  any  group  of 
young  women,  unusual  career  service  training  and 
other  advantages  should  be  arranged  only  after 
the  individual  understands  the  obligations  as 
well  as  the  benefits  of  a career  program. 

It  ie  recommended  that  steps  be  taken  in  the  DDP  area  to  arrange  for 
the  interviewing,  counseling,  and  placing  of  those  who  return  from 
overseas  positions —men  as  well  as  women. 

It  is  recommended  that  there  be  an  increased  enphasis  on  training  in 
supervisory  responsibilities  and  management  practices  in  the  Agency. 

It  is  suggested  that  some  program  be  set  up  whereby 
those  in  supervisory  positions  can  participate  in 
a training  course  dealing  with  supervisory  techniques 
and  understandings  and  whereby  those  being  promoted 
into  such  positions  be  required  to  complete  the  course. 
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A STUD!  OF  57  JOT  Members 
Io  Introduction 


Facts  gained  from  study  of  a group  in  this  Agency  under  "control 
conditions"  are  difficult  to  obtain „ Because  the  members  of  the  Junior 
Officer  Trainee  program  fulfill  the  "control"  requirements  better  than 
most  groups a a study  was  undertaken  on  some  of  its  members  in  the  hope 
that  earn  facts  or  trends  in  career  planning  for  women  could  be  brought 
to  light o There  are  several  factors  which  contribute  to  the  advantages 
©f  studying  this  group o 


These  JOT  members  are  carefully  selected  according  to  specific 
standards  and  tests,,  They  are  kept  as  a group  until  training  is  com» 
pleted  and  each  one  goes  through  the  same  assessment  program*.  They  are 
under  the  control  of  one  Office  while  they  are  fulfilling  their  interne 
responsibility  and  thus  comparisons  between  Individuals  can  more  easily 
be  studied.,  Conditions  ©f  placement  too  are  capable  of  being  Judged  by 
one  individual  and  the  co&qparabillty  between  situation®  noted. 

The  program  has  been  in  effect  for  ever  two  years  and  as  of 
21*  September  1953  there  had  been  in  the  entire  program  these  Junior 
Officer  Trainees i 


; permanently  assigned  to  Offices 
in  process  of  being  assigned 
temporarily  attached  to  GTR,  pending  assignment 
recently  returned  from  QGS  and  still  on  TO  of  OTR 
recently  returned  from  OCS  who  resigned  and  beoams  a 
civilian  ample yee  of  the  Agency 
presently  m military  duty 

resigned  (3  of  these  easing  from  the  military  or  OCS) 


It  seemed  significant  in  this  study  to  consider  only  the  1*3 
permanently  assigned  to  Offices  and  the  non  lifeary  members  who 
resigned.  This*  then*  will  be  a study  ©f|57  jJOT’Sj  and  conclusions 
will  be  based  mainly  ®n  promotion  and  realisation  figures. 
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II o Findings 


A0  Statistical 


General  background  figures 

Mon  1 

(Vomen 

Qo  Mur&er  of  m and  woman 

39 

18 

b0  Ages 

Median 

26 

26 

feungeat 

22 

21 

Oldest 

36 

32 

Average  ago 

26  „ 8 - 

25,5 

@c  ECO  Grades 

(At  time  of  erstranee 

Men  \ 

flfOtKMl 

i©  Program*,) 

GS-5 

10 

5 

GS-7 

17 

11 

GS®9 

9 

2 

gs»h 

2 

0 

GS~12 

. . i: 

G 

do 


Men 


DDP 

11 

10 

DDI 

tu 

6 

Other 

h 

2 

DDP 

DDI 


Men 


1 
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Figures  e©  promotions 


o n 


a«  Study  of  the  $$-■  03=5' a 


(1)  W 


were  men 


(a) 


were  promoted  i©  QS=? 

©f  these  received  promotions  in  3 months  (pDI) 
of  these  received  promotions  in  8 months  (DPI  and  DDP) 
of  these  received  a promotion  is  9 memtha  (DDP) 


(b)  1 has  received  n©  promotion  after  12  months  (DDX) 

(©)  [3]  resigned  with  n©  premstions  granted  after  working 
8,  12  j,  and  16  months  respectively  0 (DDP) 

5 were  women 


were’  promoted  t©  CS«7 
after  8 months  (DPP) 
after  10  months  (DPI) 
after  11  months  (DDP) 


(b)  2 have  resigned  with  m prfesaBtien  ® 10  t@ 

(3)  I-Jedlaa  ®aaber  ©f  months:  ( 


Iteabei?  promoted . before  median 
Number  promoted  after  median 
Number  resigning  aftes?  median 


(i 


3 

(DDI) 

0 

1 

(DDF) 

.2 

1 

(DDP) 

2 

(DDPp  DDI) 
(DDP) 


bo  Study  ©f  the  29  GS»7°s 


were  men 


(a) 


m 

3 

2 

2 

i 

3 


were  promoted  t©  GS=9 
received  premefeion  in  6 months  (2  DDIC  3=  DDP) 
received  precaution  in  7 months  (1  DDIe 
received  presa&iica  in  8 msaths  (DDI) 
received  prossetieia  in  9 months  (1  DDI„ 
received  premstie®  in  10  months  (DDI) 
received  preasgtisss  in  Ifo  asmths  (DDI) 
received  prem@ti@a  in  1$  mm&hs  (DPI) 
received  pr®iBs>ti@n  in  2jS  months  (EDI) 
received  pre®eti@a  in  17  ®sssth§  (DPI) 


1 DDP) 
DDP) 


(to)  LA!  has  not  been  promoted  after  21  msaths  (TSS) 

~3“ 
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on 


(2) 


m 


were  weazen 


(«) 


> 

1 ! 
1 
l 
i 

ip 

•JL 

i 


Were  promoted  ft.©  GS*9 
was  promoted  in  8 scoth®  (DDI) 
was  promoted  in  21  months  (GTR) 
was  promoted  1©  12  months  (DDP) 
wa©  promoted  in  13  raenths  (DDP) 
woo  promoted  in  22a  months  (DDI) 

has  not  bean  promoted  after  12  month® 
has  set  bsan  promoted  after  23  umths  (DDI) 


resigned  before  being  premstedi 
1 mathB  23  months p 1$  months*  18 
28  wmkka  (1  OTR,|2|3DI*' 8 DDP) 


Median  number  of  months  a 10  months 


Bomber  promoted  before  median 
Number  promoted  after  median 

Number  resigning  after  median 


Dd|  1H  DDP)  1 (DDI) 
>D  U (LOTH* 


imarpiDpp) 

h (3  DDPg 


J.DDI) 


Co  ' Study  ©f  the  [Ml  GS-9°s 


were  k 


(b) 


ft1 

1 


were  promoted  t@  Q5~12 
in  10  months  (DDI) 
in  11  month©  (DDI)  \ 

in  12  msstfes  (DDI) 
in  23  mgffiths  (DDI) 

have  received  no  pspewsetles  after  IS  and  2J  rogsthe  (DDP) 

have  resigned  with  m promotion 
5»  and  IS  mmtfoa  (0TRp  2 DDI) 


1 was  a hmb  ... 

Sh®  was  prorated  4©  & GS=M  in  18  jasntteg  (DDI) 

Median  raraber  @f  ramthe  % if  months 


resigning  after  median 


1 


(DDI) 
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d.  Study  of  the  3 above  GS»9 


(X)  All  were  menc 


1 GS=12  and 


Z QS«=I1 D s 


EDI) 


(2)  Both  GS~XlJs  have  been  promoted  after  ll*  and  15  months 
respectively  , 


The  GS=lf  was  promoted  after  11  months  0 


■ea  ©n 


an  General  Statement 


Of 


in  seme  way  0 
were  wan 


□ 


men;  and  women  who  have  been  a part  of  the  JOT  program 

of  these  were  woroenj 


people  have  resigned. 


b0  Among  the  women; 


(1)  were  permanently  assigned* 

FJleft  because  they  were  dissatisfied, 

(Both  felt  a Xaek  of  challenge  and  opportunity 
both  felt  a frustration  over  the  organisation  and 
management  of  their  eaaponent,) 

I left  to  be  married, 

left  besausa  of  pregnancy, 

(2)  [j  were  temporarily  attached, 

[_j  left  beeanse  she  was  dissatisfied, 

(She  felt  her  ability  was  not  being  used  and  was 
not  willing  t©  wait  for  things  to  materialise, ) 

| 'left  because  of  poor  health. 


(1)  | ware  pemanaatly  assigned, 

I was  dissatisfied o 

^(Following  a reorganisation  there  was  not  a suitably 
ehaUenging  position  for  him, ) 

riwas  la  ill  health. 
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were  temporarily  attached 0 
was  dissatisfied,, 

(He  was  extremely  capable  and  nature  but  found  when 
he  got  into  the  program  that  a job  here  would  not 
offer  what  he  wantedo) 


gave  personal  reasons*. 


do  Resignations  in  terras  of  percentages: 

Percentage  of  JdT9s  who  resigned:  9% 
Percentage  of  women  (of  women  in  program):  $Q% 
Percentage  of  man  (of  men  in  program):  k% 


Bo  Observations  and  conclusions 

It  was  not  possible  to  draw  inevitable  consMsions  from  the 
preceding  figures  without  going  into  a detailed  study  ©f  individual 
eneeso  For  this  reason  the  Panel  depended  also  ea  Dr„  Willet  Eecles# 
Chief  JOT  Division^,  for  his  eonraeata  and  statements  about  this  program 

lo  Summary  facts  and  figures 

caaKSMesMifs  csaanoM  m « ■ kKU— — — m 


a*.  Promotions 


Media®  number  of  months  for  promotions  from  5=7  =*=  3 
Median  number  of  months  for  promotions  from  ?~9 
Median  number  of  months  for  promotions  from 
Rsaaber  ©f  women  promoted  before  the  madian®  i 15% 

©f  all  JOT  women 

Humber  ef  mn  promoted  before  the  median^  j <=•  $6% 
be  Resignations 


dasher  of  jam  and  woman  assigned  to  DDI  « 

Number  of  men  and  woman  who  resigned  frtaa 

(IfSS  of  those  as; 

Itoaaber  of  am  and  mw  assigned  to  DDP  -= 

of  man  and  w®ran  wfc®  resigned  £r&&  EDP 

of  those  assigned) 


2c  tksaclnsleffia  to  be  drawn  ffrtsa  these  figures: 

So  Wesasa  were  promoted  sere  slowly  than  m. 


bo  DDF  promoted  mare  alesrly  than  DDI0 


Despite  the  I 
efl  I were 


o 


On 
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Go 


do  Oat  of  the 


|wemeng  \<=  cr  28$  « left  bemuse  of  marriage 
indicating  that  those  who  feel  there  is  an 


os*  pregnancy  

inevitable  risk  In  planning  careers  for  woman  of  this  age 
group  are  Justified  in  their  viewpoint* 


3*  jjaagEtf-  saasM^a  fl&ggas3  £ess  sslsfi* 


a0  Women  can  handle  the  Jobs  assigned  to  them  but  the  Offices 
feel  there  Is  a greater  risk  in  accepting  them  rather  than 
men  because  of  probable  marriage  and  family  obligations* 
Therefore  B Offices  tend  to  give  the  woman  positions  of 
less  responsibility* 

b0  Women  in  the  JOT  program  have  to  be  more  highly  qualified 
than  most  of  the  men  in  order  to  be  well  placed  after 
initial  training*  Dr*  Ecclea  takes  particular  interest 
in  placing  the  JOT  women  in  hope  that  it  my  help  the 
receptiveness  of  the  Agency  towards  them* 

e0  Women  nay  be  promoted  more  slowly  than  men  partly  for  the 
reason  that  they  are  more  acceptive  and  less  aggressive 
in  applying  for  a raise* 

d*  There  is  no  discrimination  against  women  in  the  salary 

scale  in  this  program*  However,  credit  is  occasionally 
given  for  military  experience^  which  gives  men  the  advan=> 
tag®  for  two  reasons^ 

(1)  They  may  then  receive  a higher  entrance  grade* 

(2)  They  have  had  practical  experience  in  working 

in  a bureaucratic  organisation* 

e*  It  ia  difficult  to  place  a woman  in  a liaison  position* 

f*  Women  say  suffer  pFonsofcioaaUy  in  the  higher  brackets 
because  of  a traditional  feeling  that  roan  d©a0t  like 
to  be  "bossed"  by  woman* 

go  Scasa  men  have  been  placed  in  positions  with  administrative 

potential  where  a qualified  woman  would  have  been  acseptedo 
Woman  with  Public  Administration  majors  are  evidently  not 
numerous* 


®7« 


